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ABSTRACT 
 
A lack of research studies and available literature on the relationship between employee 
wellness and gratitude revealed enormous potential for further exploration and 
investigation, especially within a South African context.  This is a relatively new field with 
limited literature and research evidence available. From the commencement of the 
research it was evident that there is possibility to successfully research if a relationship 
between employee wellness and gratitude exists, which formed the primary objective of 
the current study. 
  
The current study therefore aims to contribute to the existing body of knowledge regarding 
the possible relationship that exists between employee wellness and gratitude within South 
African organisations. The researcher utilised a quantitative research technique by making 
use of a composite questionnaire measuring employee wellness and gratitude 
respectively. The results were then analysed in an attempt to establish if a relationship 
exists between employee wellness and gratitude, based on the responses gathered from 
the research population. The research sample consisted of 121 employees working in the 
waste collection industry.  
  
A combination of the Mental Health Continuum – Short Form, Gratitude Questionnaire (6-
item form) as well as a demographic variable information page was utilised to gather data 
for the current study. The results indicated that significant findings between the 
demographic variables and the individual constructs respectively, however, the 
relationship between the dimensions of employee wellness and gratitude was lower than 
expected. Based on the results obtained within this study, it was concluded that a small 
relationship exists between employee wellness and gratitude. Chapter 5 includes a 
discussion on the recommendations for both the organisation as well as future 
researchers. 
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CHAPTER 1 
 INTRODUCTION 
________________________________________________________________________ 
 
1.1 INTRODUCTION 
Robbins (1932) defines economic theory as a science focused on studying human 
behaviour as a relationship between scarce means of input and desired outputs, where 
several alternative uses exist for input, and if managed efficiently and/or effectively the 
highest possible output can be attained with minimal input of factors of production. 
Historically, this has not been a primary concern as employment opportunities were scarce 
and organisations had limited competitors. This theory combined with progressive changes 
in research encourages organisations to improve upon flourishing indicators. These may 
include individual creativity, work engagement, flow, personal growth, health and 
employee well-being, as well as other contributing factors, which ultimately directly impacts 
on the production and output of the organisation (Dutton & Sonenshein, 2007).  
Due to all the conditions mentioned above, organisations are constantly under pressure to 
perform and remain profitable in an increasingly competitive environment. Organisations 
are becoming progressively aware that the levels of wellness of their employees are 
essential to survival in tough economic conditions. According to Luthans, Youssef and 
Avolio (2007), positive alternatives are viewed by organisations  as having higher risk, 
being too tender, and too protracted in light of the urgency of the circumstance at hand 
regardless of the potentially higher yield in positive benefits. However, Dutton and 
Sonenshein (2007) assert that positive organisational scholarship (POS) opens several 
new topics of study. Topics may include energy networks compassion, resilience, 
forgiveness, thriving, gratitude, and overall wellness, which all contribute to flourishing in 
the workplace, and ultimately increasing levels of employee wellness. This proves that 
positive alternatives, such as POS, does show promise for creating sustainable 
competitive advantage.  
In the past 25 years, the nature of organisations has been in a continuous state of change 
as they attempted to adapt to the dynamic external environment. With this constant state 
of change, modern organisations have turned to POS in an attempt to retain their 
competitive advantage. In turn, employee wellness programmes have been implemented 
and are constantly being adapted to address the holistic well-being of individuals 
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consequently developing high functioning employees with better health, thus lowering 
illness-related absenteeism (Parks & Steelman, 2008; Sieberhagen, Pienaar & Els, 2011).  
Although there have been various studies regarding employee wellness and gratitude on 
their own, researchers are becoming increasingly interested in the potential relationship 
between these constructs. Researchers acknowledge that the relationship between 
gratitude and wellness is worth exploring as compelling evidence has been found 
indicating a relationship between gratitude and many aspects of overall health and 
wellness proving that cognitive changes can increase employee wellness (Browning, 2012; 
Emmons & McCullough, 2003; Wood, Joseph, & Maltby, 2009; Wood, Maltby, Gillett, 
Linley, & Joseph, 2008). Emmons and McCullough (2003) focused their research on 
exploring the link between gratitude and psychological and/or physical well-being. They 
found that participants experiencing greater levels of gratitude showed greater results of 
increased sleep quality and quantity, positive effect, a sense of connectedness to others 
and greater optimism as well as less negative effect. Although previous studies examined 
the relationship between employee wellness and gratitude, research is limited concerning 
whether such a relationship exists within South African organisations.  
1.2 EMPLOYEE WELLNESS 
Employee wellness is a poorly defined construct both locally and internationally, whilst the 
usage of the terms wellness and well-being interchangeably ultimately contributes to the 
lack of a universal definition (Sieberhagen et al., 2011). Myers, Sweeney and Witmer 
(2000, p. 252) define wellness as "… a way of life oriented towards optimal health and 
well-being in which body, mind, and spirit are integrated by the individual to live more fully 
within the human and natural community. Ideally it is the optimum state of health and well-
being that each individual is capable of achieving". Hatfield and Hatfield (1992) described 
wellness as a process involving an individual‟s strife for balance and integration in their 
personal life, adding and refining skills whilst re-evaluating the appropriateness of previous 
beliefs and stances they might have had towards issues. This becomes particularly 
important within organisational contexts as both organisations and employees are in a 
continuous state of flux and they need to be able to adapt to changes as it occurs.  
Employee wellness as a multi-dimensional concept and the hedonic (subjective) and 
eudaimonic (social and psychological) well-being streams have dominated research on 
well-being (Diener, Heintzelman, Kushlev, Tay, Wirtz, Lutes, & Oishi, 2016). Hedonic well-
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being encompasses the perceptions and the way used by employees to evaluate their 
personal lives, both cognitively and affectively, including elements such as happiness, 
decreased levels of unpleasant affect followed by increased levels of pleasant affect 
(Diener et al., 2016). Eudaimonic well-being refers to the level of social-psychological 
functioning of the employee (Keyes, 1998; Diener, Wirtz, Tov, Kim-Prieto, Choi, Oishi & 
Biswas-Diener, 2010). Flourishing employees display high levels of eudaimonic well-being 
and experience benefits such as autonomy, self-acceptance as well as self-realisation, 
increased competence, enhanced purpose in life, engagement, and social relationships 
(Diener et al., 2010). 
The employee‟s physical working environment can influence the levels of both their work 
performance and overall levels of well-being. Achieving both hedonic and eudaimonic well-
being is the ideal for any organisation, thus overall wellness needs to be considered. 
Overall wellness considers aspects such as stress and burnout in relation to aspects of 
well-being (for example, positive emotions), and ultimately projects a more comprehensive 
and objective view of wellness, which enables the design and implementation of more 
valuable and comprehensive wellness interventions. The three dimensions of wellness 
discussed in this study, including emotional well-being, social well-being and psychological 
well-being, forms part of overall wellness. The voluminous body of literature on wellness 
clearly indicate the negative effects of occupational stress on employee wellness 
(Coetzee, 2004). This translates into serious negative organisational effects such as 
increased absenteeism, turnover, theft, increased expenses, and a decrease in 
productivity.   
1.3 GRATITUDE 
Researchers became more interested in gratitude within organisational contexts and the 
effects on the overall wellness of employees. Emmons and McCullough (2003) 
conceptualised gratitude as a moral virtue, an emotion, a personality trait, an attitude, a 
habit or even a coping mechanism. They also acknowledge that experiences of gratitude 
may be elicited by a variety of life experiences as gratitude stems from a perception that 
the individual might experience positive personal gain. Drawing from multiple sources, they 
define gratitude as recognising unearned increased value in experiences or recognising 
gain with the realisation that another individual is responsible for that gain. Several 
researchers suggest that gratitude increases life satisfaction, could possibly reduce 
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aggression, and motivates pro-social behaviour (McCullough, Emmons & Tsang, 2002; 
Bartlett & DeSteno, 2006). 
McCullough, Klipatrick, Emmons, and Larson (2001) suggested that gratitude should 
receive increased empirical and theoretical attention for three reasons. Firstly, gratitude is 
a positive emotion, even if experienced less often than other positive emotions. Secondly, 
gratitude is a common emotion/feeling experienced worldwide among different cultures, 
yet it is a useful tool to evaluate and educate individuals regarding cross-cultural 
similarities and differences in emotional experience and expression. Lastly, gratitude is a 
highly flexible construct as individuals at times only realise that they have obtained a 
positive outcome when they observe the responses of others. Based on their research, 
McCullough et al., (2001) deduced that similar to other positive emotions, ones‟ level of 
gratitude adds a valuable contribution to understanding experiences of individuals such as 
well-being, coping, and adjustment, which forms part of overall wellness. Kaplan, Bradley-
Geist, Ahmad, Anderson, Hargrove and Lindsay (2014) found that whilst individuals are 
expressing gratitude, simultaneous experiences of negative thoughts and emotions are 
incompatible allowing them to experience the joys and positive aspects in life. Their study 
found gratitude interventions as successful in obtaining positive outcomes, namely self-
reported gratitude, positive affective well-being (PAWB), increased performance, 
increased employee wellness and decreased absence from work due to illness.  
1.4 PROBLEM STATEMENT 
Becker, de Bruin and Massoudi (2016) acknowledge that modern organisations find 
themselves in a state of rapid and continuous change. Their ability to deal with this 
constant state of change greatly depends on a healthy and engaged workforce (Becker et 
al., 2016). Botha and Brandt (2009) found in their study that the leading identified causes 
of both illness and death during 21st century can no longer be solely attributed to 
infectious diseases as lifestyle diseases are rapidly increasing based on the daily lifestyle 
choices made by individuals. Kunte (2016) found in her studies that modern organisations 
are faced with these lifestyle diseases such as diabetes, cardiac issues, hypertension as 
well as other heart ailments diagnosed at earlier life stages than in the past. She motivates 
this as being a major contributing factor to organisations moving towards preventive 
healthcare approaches by taking an interest in employees overall wellness.  
Evidently, overall employee wellness is only maintainable by addressing the holistic 
wellness of employees. Kunte (2016) therefore acknowledges in the conclusion of her 
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study that increased emphasis should be placed on employee wellness to retain a healthy 
workforce which shall be more productive. She continues by acknowledging that this 
makes employee wellness an area of strategic concern for organisations as the ultimate 
goal remains high productivity at the lowest possible cost.  
The Discovery Healthy Company Index (2014) estimates the levels of wellness of 
employees, and had 151 voluntary participating organisations in 2014. Results included 
19% of the participating employees never exercise, 29.2% of employees are obese, 27.9% 
of employees have at least one alcoholic beverage per day and 19% of employees are not 
within the recommended range when it comes to mental well-being. The study found that 
poor diet and alcohol consumption, insufficient physical activity and tobacco use contribute 
to the four common diseases, which include cancers, chronic lung disease, cardiovascular 
disease and diabetes. The three most common diseases amongst employees in the study 
include high blood pressure, depression, and diabetes, whilst 59% of employees with one 
of these diseases are also overweight or obese.  In their research, Sieberhagen, Rothman 
and Pienaar (2009) found that when South Africa‟s top 100 organisations are considered, 
less than half of these have Employee Wellness Programmes (EWPs) in place. They 
acknowledge that organisations that benefit most from the implementation of EWPs, are 
organisations that build them into their core business structures. Failure to do this 
suggests that South African organisations have not come to the realisation that employee 
wellness largely contributes to their bottom line. 
Both the study conducted by Kunte (2016) as well as the results obtained from The 
Discovery Healthy Company Index (2014), found similar lifestyle diseases that result from 
a lack of investment in the wellness of employees. Organisations that willingly invest both 
time and other organisational resources in creating an employee wellness culture, in a 
proactive rather than reactive manner, have increased chances on receiving a return on 
their investment (Sieberhagen et al., 2011). The return on investment for organisations is 
measureable in many cases and might include healthier employees which translate into 
lower absenteeism, fewer work-place injuries, and lower employee turnover (Botha & 
Brandt, 2009). The results obtained from the Discovery Healthy Company Index (2014) 
indicate that employees within South African organisations have low levels of wellness. 
Since the index was conducted based on voluntary participation, acknowledges that South 
African organisations show increased interest in employee wellness, as organisational 
benefits include a reduction in absenteeism rates and turnover whilst increasing employee 
engagement and productivity. 
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Recent research has shown an increased interest in the elements that form part of the field 
of positive psychology, such as gratitude, as well as the possible influences they might 
have on improving employee‟s overall levels of wellness. Emmons and McCullough (2003) 
maintain that individuals can flourish if they have grateful experiences that may lead to 
peace of mind, increased happiness, improved physical health, as well as deeper, more 
satisfying social relationships. This illustrates a possible correlation between employee 
wellness and the level of gratitude experienced by employees.   
Researchers found gratitude increases positive emotions, optimism, and hope, whilst 
serving as a buffer to assist in dealing with stress and negative emotions, assisting 
individuals personally and organisationally to reinterpret negative events and enhance 
resilience (Emmons & McCullough, 2003; Wood et al., 2008). These characteristics also 
increase the overall wellness of individuals. From the literature review, the overlapping 
characteristics of wellness and gratitude substantiate further investigation into this 
relationship, especially in an organisational context. If a strong positive relationship exists, 
organisations can use gratitude interventions to increase employee wellness. Establishing 
this relationship will assist the Human Resources (HR) department in developing 
interventions that may enhance their levels of employee wellness, and ultimately the 
overall levels of productivity within the organisation (Kunte, 2016). 
In an ever changing and fast-paced global environment, organisations are struggling to 
maintain a competitive advantage as it is paramount to their success (Kowalski & Loretto, 
2017). In recent years, South African organisations have placed increased emphasis on   
identifying ways of sustaining employee wellness as part of their competitive advantage. 
Factors such as globalisation, increased competition, long working hours, and maintaining 
a work-life balance put employees under a great deal of pressure that negatively affects 
wellness and ultimately has adverse effects on performance and overall productivity 
(Kowalski & Loretto, 2017). Furthermore, employee wellness holds several benefits for 
organisations, such as increased performance, productivity, engagement, and 
commitment.  Therefore, it is evident that for South African organisations to remain 
sustainable, competitive and successful, they need to ensure their employees are 
flourishing and experiencing wellness.  
The field of positive psychology introduced constructs that could affect employee wellness, 
allowing researchers the opportunity to explore the relationship between positive 
constructs and employee wellness. In response to this problem, the current study 
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proposes to investigate if a relationship exists between employee wellness and gratitude. 
The research will also consider ways to enhance employee wellness by enhancing grateful 
experiences in the workplace as a response to alleviate the negative consequences of low 
levels of employee wellness within South African organisations. 
1.5 RESEARCH OBJECTIVES 
The primary aim of this study is to determine whether a relationship exists between 
employee wellness and gratitude within South African Organisations. By establishing if a 
relationship between employee wellness and gratitude exists, further research can be 
conducted on how organisations would be able to use gratitude interventions to improve 
the overall levels of employee wellness. Should the current study find that a positive 
relationship exists, the assumption is that employees who measure high on levels of 
gratitude may indicate higher levels of overall wellness, ultimately increasing their overall 
levels of productivity. More specifically, the objectives of the study are: 
Primary Objective:  Determining if there is a relationship between gratitude and 
employee wellness. 
Secondary Objectives: To determine the levels of employee wellness. 
To determine the levels of employee gratitude. 
To provide relevant recommendations to the organisation 
based on the outcomes of the study. 
1.6 LAYOUT OF THE TREATISE 
The first chapter provided a brief introduction to this study. However, the second chapter 
reflects on the literature and previous studies conducted regarding the main variables in 
this study including previous studies concerning the relationships between them. This is 
followed by the third chapter which describes the research methodology employed in this 
study, while the fourth chapter is dedicated to analysing the results and finally the fifth 
chapter focuses on combining the findings as well as identifying the limitations of the study 
including recommendations for the participating organisation as well as recommendations 
for future research. 
Chapter 1: Introduction 
Chapter 2: Literature review 
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Chapter 3:  Research methodology 
Chapter 4: Results  
Chapter 5: Discussion and conclusion 
1.7 CONCLUSION 
Modern South African organisations are placing emphasised focus on the importance of 
employee wellness and the value it holds for organisations. Modern research is showing 
an increased interest in gratitude and its relation to employee wellness. In light of all the 
negativity surrounding employees and their workplaces, it is imperative to encourage 
employees to focus on what can be changed rather than what changes are inevitable, 
emphasising the positive aspects of situations. Within the waste collection and processing 
industry, there is very little to feel grateful for and working conditions make it increasingly 
difficult to experience gratitude. In Chapter 2, the theoretical foundation of both variables 
will be discussed in an attempt to draw possible links between the variables and highlight 
the possible relationships that may exist between them. 
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CHAPTER 2 
LITERATURE REVIEW 
________________________________________________________________________ 
2.1   INTRODUCTION 
As discussed in Chapter 1, the aim of the current study is to establish if a relationship exist 
between employee wellness and gratitude within the South African context. In the previous 
chapter the constructs, employee wellness and gratitude, were briefly introduced. Chapter 
2 focuses on discussing the two constructs as well as reviewing literature that has 
investigated a possible relationship between employee wellness and gratitude. The limited 
research regarding the relationship between the two constructs, both locally and 
internationally, emphasises the importance of the current study. It is anticipated that 
should a relationship exist between employee wellness and gratitude, organisations will be 
able to improve overall employee wellness by enhancing employee‟s feelings of gratitude.  
2.2   EMPLOYEE WELLNESS 
There are several definitions for the term wellness and its meaning within an 
organisational context. One possible explanation to the multitude of definitions is the 
different motivations and backgrounds of the various studies. The background of the study 
ultimately guides the definition used in conjunction with the constructs that are measured. 
Grant-Vallone and Ensher (2001) found that some developments influencing levels of 
wellness within organisations include the increased numbers of females in the workforce, 
single-parent households and dual earner couples, accompanied by several other issues 
linked to work-life balance. Furthermore, employees in modern organisations express 
strive towards a harmonious balance between their careers, leisure activities, and family 
life. Some other definitions of employee wellness include the definition by Skolaut-Zeakes 
(1998) that defines wellness as a balance, an endless process allowing individuals to 
engage in a lifestyle of health-promoting behaviours. This emphasises is no longer on it 
being the sole responsibility of organisations when it comes to employee wellness, but 
places significant responsibility on employees and employee participation and how they 
take care of their own wellness.  
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2.2.1 Defining employee wellness 
This study makes use of the definition used by Myers et al., (2000), as stated in Chapter 1, 
to define employee wellness. As mentioned in Chapter 1, the terms employee wellness 
and well-being are used interchangeably by researchers as well as throughout this paper. 
Corbin and Pangrazi (2001) defined wellness as “a multi-dimensional state of being 
describing the existence of positive health in an individual, exemplified by quality of life and 
a sense of well-being” (p. 3). The World Health Organisation (2006) describes health as a 
state of both mental and physical well-being, opposed to merely focusing on the absence 
of infirmity or disease. Dunn (1959) substantiates this by acknowledging that wellness is 
not a single amorphous condition, but should be considered as a complex state of being, 
constituted by overlapping levels of wellness. Botha and Brandt (2009) further suggest that 
health is viewed as an integrated method of functioning and should be focused towards 
enhancing and developing the potential of the individual.  
When considering individual wellness, it has been well researched and is supported by a 
voluminous body of research however, research regarding employee wellness is limited. 
Strout and Howard (2012) define occupational wellness as an “ability to contribute unique 
skills to personally meaningful and rewarding paid or unpaid work” (p. 3). Bhattacharya 
and Wright (2005) found that employees who experience a lack in a sense of 
development, experience poor motivation, dissatisfaction, decreased commitment, and a 
decline in productivity due to underutilisation of individual knowledge, skills, and abilities 
ultimately decreasing wellness. The current study only focused on three dimensions of 
wellness, namely emotional wellness, social wellness, and psychological wellness.  
2.2.2 Emotional Wellness 
Leafgren and Elsenrath (1986) described emotional wellness as the degree to which 
individuals experience positive feelings about themselves and overall life. It also refers to 
an individual‟s capacity to manage their own feelings and behaviours, assessing one‟s 
limitations and coping effectively with stress. In his original research, Botha (2007) 
acknowledges that the emotional management refers specifically to stress management, 
anxiety, burnout, and depression producing an array of psychological consequences such 
as lowered self-esteem, job dissatisfaction, frustration, tension, aggression, irritability, and 
anxiety. Botha and Brandt (2009) also assert that indecision, poor concentration, and 
decreased attention spans can detract individuals from feelings of well-being.  
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Saltali, Erbay, Işik and İmir (2018) characterised emotional well-being as a feeling of 
happiness and safety and this state reflects the individuals‟ freedom from depression and 
anxiety. According to Tong, Lum, Sasaki, E and Yu (2018), emotional well-being refers to 
individual experiences and feelings of pleasure and enjoyment, thus reflecting the 
emotional quality of an individual‟s life. Emotional well-being is characterised by both the 
frequency and intensity of the individual‟s experiences as negative and positive emotions 
make an individual‟s life pleasant or unpleasant. Therefore, emotional wellness can be 
developed over the lifespan of individuals and experiences can shape the current 
experiences of emotional wellness. In an organisational context, this can be better 
managed if managers know their employees and are able to read when and how their 
experiences influence their emotions.  
2.2.3 Social Wellness 
Social well-being represents an individual‟s evaluation of well-being related to collective 
life; referring to the extent to which employees perceive themselves as functioning 
members of their group, communities or organisations (Keyes, 1998). Keyes (1998) 
identified the following dimensions of social wellness, namely social acceptance, social 
actualisation social integration, social contribution, and social coherence. It is evident, 
based on the definition and the dimensions of social wellness that it plays a critical role in 
how employees interact in organisations. Helliwell and Putman (2004) found people 
engaging in regular social contact and that have friendly neighbours and colleagues, close 
friends and a reliable support system, are less likely to experience negative emotions such 
as low self-esteem, depression and sadness, loneliness, and even physically related 
wellness problems (e.g. eating and sleeping). Agneessens, Waege and Lievens (2006) 
substantiates this and elaborate further by stating that individuals who experience high 
levels of social support may show signs of reduced stress levels, increased emotional and 
psychological well-being, physical well-being and increased health levels as well as 
extended longevity. 
Social wellness consists of social awareness and environmental wellness, where 
environmental wellness focuses on individuals‟ living environment (pollution, global 
warming, climate change) and the latter refers to an individual‟s ability to appraise their 
circumstances and their function within society, individually, and collectively (Botha & 
Brandt, 2009). Social well-being requires abilities to form positive relations with other 
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individuals and it is related to avoidance from certain behaviour problems such as 
destructive aggression and bullying (Saltali et al., 2018).  
2.2.4 Psychological Wellness 
According to Wan, Odell and Lewis (1982) psychological well-being can be described as 
the level of an individual‟s overall life satisfaction and morale (emotional health at the 
present time). This means that psychological well-being includes the extent to which 
individuals are able to reach their full psychological potential and includes the strengths 
individual‟s possess in order to improve their overall quality of life. According to Botha and 
Brandt (2009) spiritual well-being is also associated with an individual‟s psychological well-
being. Based on the information above it is evident that individuals should have a sense of 
meaning in their lives and a connection to their internal values as these are considered 
important predictors of psychological well-being. According to Ryff and Singer (2008), 
having a sense of meaning in life is an important predictor of psychological well-being. 
Psychological well-being includes certain abilities such as problem-solving, feeling 
management, autonomy, empathy, and resilience (Saltali, 2018). 
There is an association between psychological well-being and physical activity as physical 
activity has an anti-depressant effect (Biddle, Fox & Boutcher, 2000). Through exercise, 
individuals can enhance cognitive performance as well as create a positive mood, affect, 
and self-esteem.  This is due to their ability to process information more efficiently, thereby 
promoting psychological well-being. This should be a motivating factor for organisations to 
consider physical aspects when they are considering implementing EWP‟s within 
organisations. Another important predictor of psychological well-being is self-esteem as it 
contributes to emotional stability by allowing individuals to adjust to life‟s demands and 
stressors (Biddle et al., 2000). According to Ryff and Singer (2008), there are six specific 
dimensions of psychological well-being required to be healthy and fully functioning. These 
six dimensions include autonomy, purpose in life, self-acceptance, environmental mastery, 
personal growth, and positive relationships. These dimensions enable individuals to 
understand and enhance their psychological well-being and suggest that some of the 
characteristics of subjective well-being overlap with the characteristics of psychological 
well-being. Kallay (2013) conducted a study on subjective and psychological well-being 
and found that males have fewer positive personal relationships, lower levels of 
environmental mastery, less personal growth, and a lower sense of purpose in life. These 
13 
 
aspects are essential for individuals to enhance their adaptability and ultimately influence 
their psychological well-being.  
In summary, there is a wide array of factors that impacts an individual‟s level of 
psychological well-being. The research above indicates that positive psychological well-
being consists of individual satisfaction with one‟s life and experiencing high quality of life 
(Biddle et al., 2000; Ryff & Singer, 2008; Kallay, 2013). This includes experiencing feelings 
of good health, positive self-esteem, and high levels of self-confidence. Another important 
component of psychological well-being is physical activity as individuals who participate in 
physical activities experience decreased stress levels, depression and overall anxiety 
followed by an increase in positive moods, self-worth, self-esteem, and sleep. These 
factors all positively influence an individual‟s psychological well-being. 
2.2.5 Influences on Employee Wellness 
Since the interest has heightened within organisations to enhance employee wellness, 
research should focus on factors that could possibly contribute to employees experiencing 
higher levels of wellness. In their research, Sieberhagen et al., (2011), set their ultimate 
goal to evaluate EWP‟s in South Africa. From their study one can derive that employee 
wellness is complex and multifaceted. They wanted to narrow down the research and 
conducted a study on how overall employee wellness is managed within South African 
organisations specifically with the use of Employee Wellness Programmes (EWPs), by 
evaluating the different types, foci, as well as the perceived success of EWPs. 
Sieberhagen et al. (2011) made a valuable observation by highlighting that employee 
wellness programmes should be regarded as intervention strategies aimed at promoting 
employee wellness and that the intention of these programs is not intended to be 
preventative or curative in nature.  
Derr and Lindsay (1999) state that the introduction of an EWP within an organisation allow 
employees the opportunity to take charge of, and responsibility for, their own well-being. 
When considering the dimensions of well-being, one has to consider that there are certain 
causes for employee well-being, including causes hindering their well-being. Botha (2007) 
acknowledges that any environmental changes that cause uncertainty among employees 
results in a decline in employee well-being. When there is a decline in the overall level of 
employee well-being there is a significant increase in levels of overall absenteeism, 
occupational stress, lower job satisfaction, high and increased levels of mistrust, followed 
by high levels of physical and mental health symptoms. Decreased health levels due to 
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occupational influences as well as lifestyle choices lead to increased health care costs, 
which is reduced by wellness interventions implemented in organisations (Botha, 2007). 
Botha (2007) also acknowledge that modern organisations have placed increased 
demands and expectations on employees, which inevitably lead to longer working hours 
that carry consequences such as decreased morale, less sleep, increased stress levels, 
burnout, anxiety, and even suicide. Employees are becoming more and more dependent 
on technology, which brings about physical injuries due to repetitive stress injuries, 
physical problems due to poor ergonomics and compromised vision. Botha (2007) 
concludes that reduced productivity, increased stress levels, unnecessary absenteeism 
and increased medical costs lead to stress and low levels of employee wellness. 
Although the opposite cause of negative states of well-being should be the cause of well-
being, this is not always the case. Influences on employee well-being can be traced back 
as early as Abraham Maslow‟s (1970) hierarchy of needs, which believes that every 
individual‟s goal in life is to achieve a state of self-actualisation. McGillivray and Clarke 
(2006) evaluated the hierarchy of needs and they acknowledge that Maslow‟s theory of 
self-actualisation was initially proposed to explain human motivation, but in modern 
literature the hierarchy can now also be used to explain human well-being. McGillivray and 
Clarke (2006) have identified and grouped specific well-being outcomes associated with 
each specific level as presented on Maslow‟s hierarchy of needs and found that as each 
ascending level of need is fulfilled, a specific outcome contributing to well-being can be 
attained. McGillivray and Clarke (2006) acknowledge that all human beings have the same 
basic desires, and therefore find Maslow‟s hierarchy of needs and motivation a suitable 
measure of well-being as it provides suitable explanations at each level of what needs 
need to be fulfilled to improve the overall life outcomes and wellness of individuals. For 
their research well-being related to the hierarchy of needs is defined as a function of the 
extent to which society has the ability to facilitate the attainment or fulfilment of the ultimate 
hierarchical need, self-actualisation. Once all of the needs on the various levels have been 
fulfilled, self-actualisation can be achieved with the outcomes being that these individuals 
actively seek knowledge and are inspired to reach their full potential, with all the needs 
being met in an ascending order the hierarchy allows individuals to achieve a state of 
overall well-being (McGillivray & Clarke, 2006). 
Jahoda (1981; 1982) identified five categories of psychological experiences that are 
essential for individual wellness and attainable through employment. These categories 
include time management, social contact with others, regular activity (work activities), 
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social identity and status within groups, and individual purpose in life. Jahoda (1982) 
substantiates her view by acknowledging that when an individual is employed, not only do 
they receive an income, their day becomes structured and certain activities and 
responsibilities need to be fulfilled. If an individual is unemployed, the day feels longer and 
the individual may experience higher levels of boredom, which negatively impact upon 
psychological well-being as employment provides a structured time frame. Jahoda (1982) 
acknowledges that when individuals have specific responsibilities it provides them with a 
sense of purpose and feelings of achievement within themselves as well as personal 
worth. Employment provides an individual with a sense of value as they are regarded as a 
provider to their family who positively contribute to well-being (Jahoda, 1982). Employment 
enhances the social network and provides the individual with companionship, enhancing 
individual dignity and self-esteem, which contribute to overall well-being (Jahoda, 1982).  
Compton and Hoffman (2013) found that positive relationships with others is considered as 
an important predictor of happiness and overall life satisfaction and feelings of love and 
affection can be seen as a buffer against stress and also fight against illnesses. This 
suggests that positive relationships are important for well-being as it affects the individual‟s 
satisfaction with life and overall levels of happiness. Not only are positive relationships 
important for individuals in order to experience wellness, the influence of religion should 
not be disregarded. Compton and Hoffman (2013) found that religion can be positively 
related to well-being, as religious people have better mental health, higher subjective 
wellness as well as better emotional wellness. They maintain that this increase in health 
and overall wellness occurs since religion provides social support (decreases stress), 
decreases health-risk behaviours and promotes selflessness and volunteering. Religion 
also contributes to effective coping strategies for stressful situations, as religion can 
provide hope, encourage forgiveness, and decrease negative emotions. From the 
research above, it is evident that wellness is a complex construct that can be both 
positively and negatively influenced by a variety of factors. Organisations need to establish 
what would improve the wellness of employees within their organisation specifically.  
2.2.6 Consequences of Employee Wellness 
Considering the complexity of wellness, recent research shifted focus to the complete 
spectrum of well-being, for example, from stress and burnout to overall well-being, which 
includes job satisfaction and work engagement (Coetzee, 2004). Their reasoning behind 
the complete spectrum was to promote a more balanced and objective view of well-being 
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in order to enable the design and implementation of a more valuable and comprehensive 
wellness intervention. The complete spectrum of well-being is influenced by the various 
dimensions of well-being in their individual capacities. Before a wellness intervention is 
introduced in any organisation, Coetzee (2004) suggests establishing a connection by 
conducting research on the dimensions of wellness and why people work. He found that 
researchers suggested employment to be the most critical elements for maintaining one‟s 
lifestyle and when combined with leisure activities, individuals are provided with the 
opportunity to experience economic, social, and psychological intrinsically satisfying 
benefits accompanied by a sense of accomplishment. Furthermore, as work keeps 
challenging and engaging one‟s interests, skills, and senses, it creates a conscious state 
of being called “flow” which allows individuals to lose awareness of self whilst entering a 
state of full engagement in completing the task at hand. His research combined the 
dimensions of wellness and emphasise how the voluminous body of literature clearly 
stated the negative effects of occupational stress on employee wellness. These effects 
can be categorised and includes decreased performance, burnout, health problems, 
alcohol/ drug usage as well as other destructive behaviours. This translates into serious 
organisational effects such as increased absenteeism, turnover, theft and expenses whilst 
the organisation experiences a decrease in productivity. This leads us to evaluate the 
positive effects of wellness in organisations. 
Employees do not have the ability to leave their personal lives outside the workspace, nor 
can they leave all occupational related experiences/emotions in the workspace at day‟s 
end. Witmer and Sweeney (1992) found that job satisfaction has a beneficial relationship 
with individual characteristics such as hardiness, commitment, accepting challenges, 
managing change, reducing levels of anxiety, depression and stress, whilst allowing 
individuals the opportunity to find meaning in life, increasing their longevity and exhibiting 
higher levels of productivity. Thus, work-life balance is an attempt made by individuals to 
maintain a balance between work and home-life responsibilities. This however, is not 
always possible as conflict will arise at some point leaving the individual torn between work 
responsibilities and family responsibilities (Botha and Brandt, 2009). Grant-Vallone and 
Ensher (2001) conducted a study that evaluated the work-life balance of individuals. They 
found that individuals who experience increased levels of work–personal life conflict 
reported increased levels of both anxiety and depression, displaying higher levels of 
concern regarding their overall health. When the effect of organisational support is 
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evaluated, individuals employed in organisations offering some sort of support reported 
lower levels of concern for their overall health, anxiety, and depression. 
Rakepa and Uys (2013) based their research on performance management and the 
influence of employee wellness thereon within a South African context. They acknowledge 
how difficult it is for managers to identify the exact causes of poor or declining 
performance, as it is complex and often relates directly to the well-being of the employee. 
Their research focused on management‟s involvement in employee wellness, and it being 
a collaborative process ensuring desired results. They maintain that the benefits of 
wellness programmes and employees with high levels of wellness include reduced 
absenteeism costs, reduced costs of replacing valued employees due to loss of injury or 
illness, improved employee retention as employees view wellness programmes as an 
added benefit, and lastly, employees feeling that organisations are satisfying the 
humanitarian concern by engaging them in wellness programmes. Even though their 
research was primarily conducted on the design and implementation of a wellness 
programme, their insight into the benefits of employee wellness adds a great amount of 
value to this current study. By investigating the consequences of employee wellness 
programmes, one can identify what benefits employee wellness holds for organisations. 
Botha (2007) found in his study that employees with high levels of wellness show reduced 
stress levels, lower care expenses, increased levels of employee satisfaction, improved 
morale, reduced employee turnover and absenteeism, enhanced job performance, and 
greater overall productivity. He maintains that organisations attract and retain skilled 
employees through a favourable organisational image, whilst increasing employee loyalty. 
By taking care of employee wellness, organisations improve the overall quality of life of 
employees both at work and in their personal lives. 
2.3      GRATITUDE 
The concept of gratitude is well-known, however, the benefits of gratitude within 
organisational contexts is under-researched, both internationally and within a South 
African context. Beck (2016) acknowledges that gratitude and expressions of gratitude 
comes at no actual cost, time or effort. They acknowledge that a simple expression of 
gratitude allows recipients to feel valued and can positively influence the relationship 
between the parties involved. Chapter 1 recognises that gratitude can be conceptualised 
and experienced in various ways depending on one‟s personal experiences as well as 
environmental and personal circumstances. DeWall, Lambert, Pond, Kashdan and 
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Fincham (2012) maintain that high levels of gratitude promotes well-being, and 
consequently motivating individuals to express sensitivity, sincerity, and concern for 
others. whilst stimulating pro-social behaviour. 
2.3.1 Defining Gratitude 
The word gratitude was derived from the Latin root gratia, graciousness, meaning grace, 
or gratefulness as well as the Latin word gratus, meaning pleasing (Emmons and 
McCullough, 2003; Emmons and Stern, 2013). Bertocci and Millard (1963) defines 
gratitude as “the willingness to recognise the unearned increments of value in one‟s 
experience” (p. 389). McCullough et al., (2002) define a grateful disposition as a general 
tendency for individuals to both recognise and react to grateful emotions due to other‟s 
generosity leading to positive outcomes and experiences.  
McCullough et al., (2001) suggest that gratitude is a moral emotion. Gratitude functions as 
a moral barometer by making individuals aware that they are the beneficiaries of other‟s 
moral actions, creating a moral motive by alerting individuals to respond in a pro-social 
manner towards others and a moral reinforcement by making individuals aware that their 
expression of gratitude improves the likelihood that others will display similar moral 
behaviours towards them. They maintain that individuals experiencing this grateful 
disposition have several discrete emotional experiences, referred to as facets. as they are 
not distinct or independent from one another but rather, co-occur. They describe the first 
facet of the grateful disposition as intensity, as dispositional grateful individuals are more 
likely to feel intensely grateful. The second facet is frequency where a dispositional 
grateful individual experiences feelings of gratitude numerous times daily, which is elicited 
by even the simplest favour or kind gesture. They describe the third facet as span, which 
refers to the various number of life circumstances experienced by individuals for which 
they can experience gratitude at any given time, for their health, their jobs, life itself, and 
their families. The fourth facet is known as density and refers to the total number of various 
individuals to whom one experience gratitude towards for a single positive outcome, and 
for dispositional grateful individuals the list of various individuals might include parents, 
friends, family, and mentors. Reflecting on the results of their literature review, McCullough 
et al., (2001) suggest a link between several personality traits and gratitude, such as 
positive affective traits and wellness, pro-social traits, as well as religion and religious 
experiences.  
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2.3.2 Influences of  Gratitude 
Emmons and McCullough (2003) assert that gratitude is regarded as both a basic and a 
desirable aspect of individual personality and social life, which makes it a highly prized 
human disposition. The primary purpose of their study was to evaluate the influence of 
gratitude and grateful thinking on psychological wellness in daily life, as well as testing the 
assumptions regarding the benefits and outcomes of gratitude. They had no significant 
results but rather confirmation that there are infinite influences on wellness based on 
personality as well as genetic influences, as individuals respond to life events. Something 
that is always essential to consider is the context in which individuals grow up and 
function. South Africa has an extremely diverse nation with many divided influences 
affecting individuals in significantly different ways. The country faces several challenges 
such as poverty, unemployment, skills shortages, racial segregation, crime, and 
educational inequality. When gratitude is studied, one has to consider the above-
mentioned challenges and their influence on the levels of gratitude experienced by 
individuals. 
Bartlett, Condon, Cruz, Baumann and DeSteno (2012) state that gratitude is essential for 
building and maintaining interpersonal relationships as grateful experiences stimulates 
individuals to reciprocate pro-social behaviour. They maintain that gratitude plays an 
instrumental, yet critical, role in the formation and maintenance of interpersonal 
relationships as it promotes pro-social interactions between individuals. Fehr, Fulmer, 
Awtrey and Miller (2017) criticised modern day organisations for cultivating environments 
that promote egocentrism and selfishness, which results in employees having a sense of 
entitlement. Their research is directly contradictory to what the principle of gratitude should 
mean within organisations. Fehr et al., (2017) acknowledges that gratitude plays a 
fundamental role in organisations that cultivate appreciation and thankfulness, whilst 
promoting high quality relationships and pro-social behaviour. They aim towards 
understanding gratitude in organisational contexts paying definitive attention on how the 
organisations shape the development and functions of gratitude itself as organisations 
introduce an uncommon set of restrictions and affordances influencing the way in which 
individuals think, feel, and act daily. Beyond all of the factors mentioned above, the degree 
to which the organisational culture reinforces and promotes gratitude, which could 
potentially impact job satisfaction, and organisations that promote virtuous behaviours 
such as gratitude will foster employee well-being (Waters, 2012).  
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Beck (2016) investigated the impact of expressions of gratitude on employee morale. From 
her focus group research she quotes a participant who admitted to having a strong, well 
performing team, however, half of the team (six out of 11) recently resigned and the 
participants stated that it was due to a shortage of gratitude and the long-term influences. 
As long periods of time pass between expressions of gratitude, employee morale 
continually declines, until employees are wretched, tired, and loose interest in attending 
work, thus increasing absenteeism. This could result in employees experiencing feelings of 
meaninglessness and no sense of accomplishment. Based on this response it is evident 
that management‟s ability to express gratitude does affect employee morale. Beck (2016) 
found that employees want their managers to be sincere in their expressions of gratitude. 
The study asked participants to identify qualities of sincere gratitude and the four themes 
that arose was specificity, personalisation, timeliness, and equivalency. When managers 
delay expressions of gratitude, the longer the time lapse between the act and the grateful 
expression, the less sincere it appears. 
2.3.3 Demographic Variables and Gratitude 
Beck (2016) conducted a study on the advantages, uses, effectiveness, and 
disadvantages of grateful expressions in organisational settings, including the best 
possible ways to express appreciation in organisations. Beck (2016) started with the most 
important finding, namely the importance of managerial gratitude and all of the groups 
made it explicitly clear that what they value most is a simple „thank you‟ for what they have 
done. With the feedback groups, their reasons for expressing the need for gratitude was 
far deeper than just wanting to feel valued and acknowledged. They added that grateful 
expressions allow employees to feel truly appreciated for whom they are as individuals. 
Employees learn and grow as individuals and grateful expressions motivate employees to 
continue what they are doing and encourage them to complete tasks beyond what is 
expected of them.   
Beck (2016) used the demographic information from the survey to draw inferences on the 
influence of managerial gratitude on gender, age, and ethnicity. From her results, she 
could clearly derive that gender influenced perceptions of workplace gratitude, where 
females were more inclined to rate workplace gratitude as important. The study found no 
age-related significance or ethnicity-related significance, but simply indications of the 
influence of racial background and how it might influence employees ability to value 
gratitude.  
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2.3.4 Consequences of Gratitude 
Beck (2016) acknowledges that the expression of gratitude can become a natural impulse 
and has the ability to form a vital part of organisational culture. The article acknowledges 
that gratitude has the capacity to enhance levels of trust, which is an essential component 
for any kind of interpersonal relationship in order to flourish, allowing employees to feel 
acknowledged and valued in social situations, and allowing them to feel valued within the 
organisation. The article further states that the consequences of these expressions of 
gratitude and feelings of belonging leads to feelings of job security, and feelings of respect 
allowing employees to become emotionally attached to the organisation. The hard reality 
remains that the lack of appreciation leads to an increased turnover rate within 
organisations.  
McCullough et al., (2001) found that individuals experiencing increased levels of gratitude 
experience positive emotions and subjective wellness on a more regular basis and 
typically have a positive emotional valence. There are numerous reasons as to why these 
individuals experience higher levels of positive emotions as well as increased levels of 
overall well-being. Firstly, when one sees oneself as a recipient of the generosity of others 
one feels valued, acknowledged, and esteemed, consequently boosting individuals‟ self-
esteem and recognised social support. Secondly, remarkably grateful individuals view 
everything they have, including life itself, as a gift and due to this deep-rooted 
appreciation, these individuals seldom take benefits for granted. When one evaluates the 
positive emotions and behaviours displayed by grateful individuals, it is evident that the 
grateful disposition influences interpersonal interactions between individuals. Considering 
that organisations consist of several individuals working together to achieve a common 
goal the grateful disposition will assist in facilitating a positive working environment.  
Kerns (2006) studied gratitude in an organisational context specifically, and made a very 
valid statement by maintaining that employees that feel appreciated, experience a 
heightened sense of worth to the organisation, which increases employee performance, 
make employees more optimistic, and they experience improved health. What sets 
gratitude apart from other emotions, virtues, and attitudes is its interactive approach and 
that one single action that elicits an experience of gratitude can enhance a sense of 
wellness and goodwill among individuals and groups (Kerns, 2006). He notes that 
gratitude is most impactful when the act or benefit observed and evaluated is positively 
experienced by an observer, and not due to the observer‟s own efforts, thus the observer 
22 
 
has to perceive the benefit as intrinsic motivation by the giver. He also maintains that when 
effectively applying gratitude within the organisation factors such as organisational 
profitability, overall productivity organisational citizenship behaviour, job satisfaction, and 
employee loyalty is enhanced while simultaneously reducing employee turnover.   
Despite all of the positive effects and elements of gratitude, Beck (2016) acknowledges 
that there are unintended negative consequences. If managers express gratitude toward 
an individual within a group setting it may illicit negative feelings within the group toward 
the individual. The article divided these unintended negative consequences of gratitude 
into seven categories namely withholding of information, over-communication, unfair 
selection opportunities, undeserved rewards, lack of interpersonal relationships, unequal 
opportunities and insincerity. Firstly, when there are excessive expressions of gratitude, 
the expressions may lose meaning and sincerity, which might feel more like a statement 
than an honest expression of gratitude. On the other side of the continuum, when 
managers withhold expressions of gratitude, it can decrease the overall levels of 
motivation of staff members and cause people to feel unappreciated, ultimately causing 
them to resign from the organisation. It might also automatically feel insincere as if it is 
being expressed to illicit a similar response than the original act. Employees can feel 
undeserving for several reasons. It might be that they are actually undeserving of a 
grateful expression for something they did not do will have more negative consequences 
than desired positive effects. It can also be very deflating for individuals to observe 
expressions of gratitude towards their colleagues to view colleagues when they are 
undeserving. Management should at all times select the recipient of the gratitude fairly by 
ensuring that he or she truly deserves the expression of gratitude. The type of reward 
given might also affect the fairness of the expression. Employees should never feel like 
expressions of gratitude as unequal opportunities. All employees should have the same 
opportunities to receive grateful expressions, as well as equal opportunity to any other 
rewards offered. Expressions of gratitude should never leave employees feeling that they 
need to compete for grateful expressions from management. That is not what it is about as 
gratitude should be a deserving expression for a job truly well done. One exceptionally 
important element is the relationship between the manager and the employee. This 
relationship facilitates the meaning of rewards as employees receive the type of 
recognition that they value since their managers know exactly what rewards are 
appropriate for selected individuals. Ultimately, as mentioned several times throughout this 
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chapter, the expression of gratitude has to be sincere for it to hold any value with 
individuals.  
 
It is evident that expressions of gratitude in organisational settings can be just as valuable 
as they are in individuals‟ personal lives. However, there will always be individuals that 
respond negatively to expressions of gratitude, who are more inclined to show positive 
performance based on negative reinforcement (Beck, 2016). From the articles, it is clear 
that there is a lack of understanding of what gratitude and grateful expressions look like in 
organisational settings. There appears to be a lack of understanding what comprises a 
healthy organisational culture that promotes grateful expressions within the workplace.  
 
2.4   THE RELATIONSHIP BETWEEN EMPLOYEE WELLNESS AND GRATITUDE 
Numerous researchers suggest that enhanced experiences of gratitude can be related to 
increased well-being (Wood, Froh, & Geraghty, 2010; Emmons & McCullough, 2003). 
Combining employee wellness and gratitude elicits a state of positive functioning, which 
holds individual and organisational benefits as gratitude can moderate the relationships 
between everyday negative experiences and consistent experiences of wellness (Krejtz, 
Nezlek, Michnicka, Holas, & Rusanowska, 2016). Sansone and Sansone (2010) suggest 
that the relationship between gratitude and wellness seems logical as experiencing 
gratitude fosters positive emotional responses, which consequently contributes to one‟s 
overall sense of wellness.  
Emmons and McCullough (2003) studied the connection between happiness and 
gratitude, and experimentally explored the potential effects of a “grateful outlook” on 
psychological and physical wellness. In their study, they created three sets of experimental 
conditions to study the relationship between gratitude and wellness and concluded that the 
gratitude subsample experienced higher levels of wellness. From their study, it was 
concluded that individuals who experience increased awareness of the blessings 
bestowed upon them may experience increased psychological, interpersonal, and 
emotional benefits. 
Wood et al., (2009) conducted a study evaluating gratitude and wellness in the context of 
personality style and found a strong correlation between selected personality attributes 
and wellness, concluding that there is a unique relationship between gratitude and overall 
life satisfaction. Browning (2012) explored the relationship between employee wellness 
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and gratitude and his research found that several researchers confirm this relationship, 
proven by the fact that gratitude interventions can affect individual wellness levels. He 
concluded that grateful individuals show less self-destruction, make morally conscious 
decisions to act upon and are more pro-social with the main motivation behind gratitude 
interventions being a strategy to improve wellness by making individuals aware of the 
positive aspects of their lives contributing to positive affect experienced by individuals, 
while simultaneously reducing negative effect. This is supported by the counting blessings 
exercise introduced by Froh, Sefick and Emmon (2008), as it proved that increased 
individual well-being and other positive emotions reduced negative effect.  
Rash, Matsuba and Prkachin (2011) acknowledge that despite the various studies 
conducted (Emmons & McCullough, 2003; McCullough, Emmons, & Tsang, 2002; Wood et 
al., 2010) results indicated that there are a relationship between gratitude and wellness, 
however the results vary depending on how the intervention is introduced into the 
organisation. Gratitude can be classified either as a trait, or as an emotion, and the results 
will vary in situations depending on the classification as well as the intended outcome of 
the intervention. Rash et al., (2011) compared various gratitude measures at various 
points in time during their study. They found that the various gratitude intervention studies 
and their results were not consistent and attributes to the different manners for introducing 
gratitude among the different groups. Consequently, researchers now aim to differentiate 
between various types of gratitude interventions as well as the possible moderating and 
mediating influences corresponding with health and wellness outcomes in an attempt to 
ensure the successful implementation of a lasting gratitude intervention in order to 
establish the possible influences on participants‟ well-being.  
Rash et al., (2011) imposed their gratitude studies in several different conditions to test the 
mediating and moderating effects based on implementation and their overall results 
concluded that either way gratitude interventions have positive effects on wellness. 
Overall, their study was to explore the effects of gratitude intervention on wellness. 
Participants who experienced a gratitude condition indicated increased levels of self-
esteem and overall life satisfaction, which played a significant role in improving individual 
wellness. Lyubomirsky, Sheldon, and Schkade (2005) substantiates the involvement of 
gratitude in multiple facets by stating that gratitude is a fundamental part of wellness, as it 
provides a valid alternative to the „hedonistic treadmill‟ by ensuring a daily appreciation of 
events rather than the acquisition of materialistic goods. Research suggests a strong 
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correlation between gratitude and wellness as much as other positive traits suggesting a 
causal relationship (Wood et al., 2009).  
Wood et al., (2008) indicates a unique relationship between gratitude and life satisfaction. 
The more satisfied with life individuals are, the higher their levels of wellness. Wood, 
Joseph and Maltby (2009) proved in their study that the overall expression and experience 
of gratitude correlates heavily with various aspects of overall wellness. They maintain that 
when gratitude is considered as a personality trait it strongly relates to wellness above the 
effect of thirty various personality traits, or gratitude can be considered to be a specific 
aspect of well-being. However, they assert that the question remains that even if gratitude 
is considered as either a facet or predictor of overall wellness, it has a broader and more 
extensive importance for the interpretation and application of gratitude research. With a 
variety of definitions available for both gratitude and wellness, research indicates that 
despite the specific definition that has been selected the results from these studies 
indicate gratitude functions as a predictor of wellness (Wood et al., 2009). For example, 
the experience of gratitude and grateful emotions result in reduced stress levels and 
depression over time, which is indicative of wellness and, therefore, research suggests a 
positive relationship.  
It remains important to be mindful that as stated in Chapter 1, the terms wellness and well-
being is used interchangeably. Wood et al., (2009) maintain that previous research 
primarily focused on subjective well-being (SWB) linked to hedonistic experiences. Many 
researchers ignore the potential relationship between psychological well-being (PWB) and 
gratitude connected to eudemonic experiences. Hedonistic well-being relates to an 
individual‟s experience of momentary pleasure and eudemonic well-being refers to 
individuals acting constructively in socially beneficial manners that lead to personal growth. 
Even though subjective and psychological well-being appears to be different they and 
correlate with SWB, it is represented by measures of an emotionally pleasant life and PWB 
is represented by measures of a meaningful life, growth, and engaging in constructive 
activities (Wood et al., 2009).  
Chan (2010) substantiates all of the research discussed up to this point by stating that 
both the expression and experience of grateful experiences enhances an individual‟s 
relational and personal wellness. Based on his observations of several gratitude and 
wellness studies, Chan (2010) concluded that grateful individuals would advocate strongly 
for a lifestyle that emphasises pleasure as a crucial component of happiness as opposed 
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to advocating for a lifestyle that emphasises meaning as a crucial component of 
happiness, consequently these individuals could be less vulnerable to job burnout. Chan 
(2010) found that there are numerous positive benefits that can accrue from the conscious 
practice of gratitude. Numerous studies suggest a causal relationship between gratitude 
and well-being. The overall conclusion throughout these studies maintains that an efficient 
strategy to enhance wellness through gratitude is to encourage individuals to consider 
their positive life experiences and blessings rather than concentrating on negative 
experiences. Chan (2010) discovered an extensive body of evidence confirming a 
relationship between wellness and gratitude. Numerous researchers found evidence 
suggesting that gratitude interventions include counselling interventions focused on the 
strengths of individuals leading them toward a good and satisfying life (Wood et al., 2010; 
McCullough et al., 2010; Rash, 2011). Strength-based counselling is an approach that 
focuses on the internal strengths of individuals, such as gratitude, and less on 
weaknesses, failures, and shortcomings. Chan (2010) focused his study on evaluating 
gratitude at the trait or disposition level as well as the state or emotional level. 
Dispositionally he concluded that the experience of gratitude positively associates with an 
orientation towards a meaningful life enhancing personal accomplishment and happiness, 
whilst rarely experiencing feelings of emotional exhaustion and depersonalisation (the 
negative components of teacher burnout). Thus, grateful teachers emphasised a sense of 
meaning of greater importance for happiness and showed less signs of emotional 
exhaustion and depersonalisation. Grateful teachers also displayed greater senses of 
achievement than their ungrateful counterparts. On the state or emotion level, Chan (2010) 
found that grateful feelings and expressions could be elicited or enhanced by engaging in 
gratitude exercises by asking teachers to count their blessings which assists in combating 
burnout and promoting their well-being. Chan (2010) concluded that despite the limitations 
of his study, his results indicated that gratitude intervention programmes can promote 
subjective wellness. 
Organisations will benefit from having grateful employees, as it will heighten their levels of 
employee wellness, promoting individual resilience, and increasing organisational 
performance. Emmons and Mishra (2011) substantiate the above with their outlined 
hypotheses in their study focused on establishing why gratitude enhances wellness. They 
hypothesised that expressions and experiences of gratitude enhances individuals abilities 
to coping with stress, gratitude refuting negative thoughts and feelings resulting from self 
and social comparisons as well as materialistic strivings, gratitude increasing levels of self-
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esteem and assisting individuals in building social resources. The experience of gratitude 
also enhances the individual‟s ability to access positive memories, whilst motivating moral 
behaviour and allowing employees to be spiritually minded. 
The literature reviews for both gratitude and employee wellness show a distinct 
interrelationship as many researchers maintain that one might lead to the other. There has 
been several studies conducted on gratitude and wellness respectively but limited studies 
into the relationship that exists between the two constructs in organisational contexts. All 
of the studies evaluated above acknowledge that the limitation to evaluating the 
relationship between gratitude and wellness is the limited number of studies available on 
evaluating this relationship. Regardless of this limitation, all of the studies confirmed an 
existing relationship between wellness and gratitude. The current study will add to this 
body of knowledge by evaluating the possibility of the relationship between gratitude and 
wellness in an organisational context.  
2.5   HYPOTHESES TO BE TESTED 
A focus on the relationship between gratitude and wellness might well be instrumental in 
benefitting organisations in South Africa in understanding how experiences of gratitude 
positively influence the wellness of employees. Based on the research above, it is 
anticipated that employees experiencing increased levels of gratitude will display higher 
levels of employee wellness. Thus, the overarching substantive hypothesis of this study 
(Hypothesis 0) is that gratitude experienced by employees will positively influence their 
wellness.  
Hypothesis 1: There is a significant difference between employee wellness levels 
based on demographic variables of participants. 
Hypothesis 2: There is a significant difference between gratitude levels based on 
demographic variables of participants. 
Hypothesis 3: There is a relationship between employee wellness and gratitude. 
Hypothesis 4: There is a significant relationship between emotional well-being and 
gratitude.  
Hypothesis 5: There is a significant relationship between social well-being and 
gratitude.  
28 
 
Hypothesis 6: There is a significant relationship between psychological well-being 
and gratitude. 
2.6      CONCLUSION 
Chapter 2 reviewed the existing literature on the concepts of wellness and gratitude 
respectively, as well as previous studies that establish the relationship between the two 
constructs. When reflecting on the content of the literature reviewed, the research 
concludes that by increasing expressions of gratitude within organisations, there might be 
an increase in the overall wellness of employees. The following chapter discusses the 
methodology used in this study. 
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CHAPTER 3 
RESEARCH DESIGN 
________________________________________________________________________ 
 
3.1   INTRODUCTION  
The primary aim of this study was to determine whether a relationship exists between 
gratitude and employee wellness. The preceding chapters outlined the theory and 
background surrounding the current study in order to provide a detailed understanding of 
the two main constructs of the study, namely gratitude and employee wellness as well as 
the relationship that exists between them. The literature review provided vital information 
used to formulate a number of hypotheses, which either will be accepted or rejected 
through empirical data analysis. The use of accurate empirical data will assist in answering 
the research questions as stated in Chapter 2, either accepting or rejecting the 
hypotheses. The measuring instruments, data collection, data processing and analysis 
techniques, as well as the ethical implications, will be discussed below.  
3.2      OVERVIEW OF THE RESEARCH DESIGN 
A quantitative research approach provided the necessary information for the current study 
to test the hypotheses. Quantitative research is a form of conclusive research as it gathers 
information from a rather large representative sample by making use of data collection 
procedures that are structured in nature (Struwig & Stead, 2011). The sample was drawn 
from a single employer operating within the waste collection and processing industry. 
Babbie and Mouton (2001) opine that the research design obliges researchers to specify 
what the research objectives are as well as establishing the best way to do it.     
The study made use of a cross-sectional correlation research design assessing the levels 
of employee wellness in relation to the amount of gratitude they experience as it allows the 
observation of two or more variables at a time, useful for describing a relationship between 
two or more variables (Elmes, Kantowitz & Roediger; 2006). Thus, correlative research 
designs allow researchers to view the extent to which variables co-vary. Babbie and 
Mouton (2011) substantiate this by acknowledging that this approach places emphasised 
focus on the extent to which variables relate.  
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Data collection for this study consists of paper-based questionnaires, a combination of The 
Gratitude Questionnaire – Six Item Form (GQ-6) and The Mental Health Continuum - Short 
Form (MHC-SF), which is a survey technique that assists the researcher to collect data 
from the sample. The data collected from the questionnaires was coded and captured on 
an Excel Worksheet for processing. The data was then analysed in SPSS Statistics 
version 25.  
3.3      POPULATION AND SAMPLE 
The target population for this study was participants currently employed within the waste 
collection and processing industry in Gauteng, South Africa. It is not practically feasible to 
test the entire population that falls into this category. Based on the total number of items in 
the questionnaires, the educational levels of participants and the availability of participants, 
a sample consisting of 122 participants from the participating organisation formed part of 
the study. The research population consisted of drivers, sorters, waste collectors as well 
as administrative staff members. The study made use of a non-probability convenience 
sampling technique. In non-probability sampling, the probability of selecting any particular 
employee within the organisation cannot be predicted (Struwig & Stead, 2011). When 
convenience sampling is utilised, participants are selected purely based on their 
availability and accessibility (Struwig & Stead, 2011). The researcher distributed 140 
questionnaires. A total of 122 questionnaires were fully completed and had no missing 
items, which illustrated a high response rate of 90%. 
3.4   MEASURING INSTRUMENTS 
The Participants completed the paper-and-pencil format of the composite questionnaire in 
order to establish if there is a relationship between employee wellness and gratitude. 
Paper-and-pencil method was selected for this study due to the various locations at which 
data had to be collected and a lack of electronic resources at these locations. Vosylis, 
Žukauskienė and Malinauskienė (2012) compared internet-based and paper-and-pencil-
based collection methods. They acknowledge that the possible disadvantages associated 
with the paper-and-pencil method is that it can be time-consuming, expensive, and difficult 
to reach all participants if they form part of a longitudinal study, thus requiring responses 
over an expanded period of time. Some advantages of the paper-and-pencil method is that 
large groups of participants can be tested at a time and participants can be tested almost 
anywhere as long as they can be seated comfortably with sufficient lighting.  
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Galestic and  Bosnjak  (2009) highlight an important point by acknowledging the strong  
correlation  that exists  between  the participation rates and total anticipated length of a 
questionnaire. Participants are more likely to participate in studies consisting of shorter 
questionnaires. Their correlation supports the assumption that longer questionnaires may 
increase the chances of research participants leaving unanswered items in the 
questionnaire, leaving the results as incomplete and the questionnaire unusable. Gratitude 
was measured by making use of The Gratitude Questionnaire – Six Item Form (GQ-6) and 
The Mental Health Continuum - Short Form (MHC-SF) was used to measure employee 
wellness. A section for demographic variables was also included. A brief discussion on the 
measuring instruments follows below.  
3.4.1 Gratitude Questionnaire (GQ-6) 
McCullough, Emmons and Tsang (2013) developed the Gratitude Questionnaire – Six Item 
Form (GQ-6), which is the instrument used in the current study to measure gratitude. The 
GQ-6 is classified as a self-report measure of an individual‟s experiences of gratitude, 
comprising only six items (McCullough, Emmons, & Tsang, 2002). Participants respond to 
the six statements on a scale by ranging their responses between one and seven (1 = 
"strongly disagree", 7 = "strongly agree"). An example of items that participants would 
respond to includes „I have so much in life to be thankful for‟, depending on how much they 
agree with that particular statement. Two of the items in the GQ-6 are reverse scored as 
an attempt to control biased responses. From their study, McCullough et al. (2002) 
concluded that the GQ-6 has good internal reliability, with Cronbach alphas between .82 
and .87. Due to the limited number of questions, the GQ-6 takes the average candidate 
less than 5 minutes to complete. No permission was needed to make use of the GQ-6 as it 
has been made freely available online for research purposes.  
3.4.2 Mental Health Continuum - Short Form (MHC-SF) 
Keyes (2009) developed The Mental Health Continuum – Short Form (MHC-SF) consisting 
of 14 items, used in the current study to measure employee wellness. Participants 
responded to the 14 items on a scale by ranging their responses between one and six, 
based on the frequency which they experienced the statements in the past month (1 = 
"Never", 2 = “Once or Twice”, 3 = “About Once a Week”, 4 = “2 or 3 Times a Week”, 5 = 
“Almost Every Day” and 6 = “Every Day”). There are three items that represent emotional 
well-being namely interested in life, happiness, and satisfaction, with „Interested in life‟ is 
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an example of one such item. Six items based on the dimensions of wellness represent 
psychological well-being, and an example of such an item is „That people are basically 
good‟. The final five items are from five dimensions of social well-being and „That your life 
has a sense of direction and meaning to it‟ is an example of one such item (Keyes, 2009).  
The response options measures how often the participants experience the various 
symptoms of positive mental health, consequently providing a clear assessment standard 
as well as a categorisation of the different levels of positive mental health (Keyes, 2002, 
2005, 2007). Keyes (2009) states that for individuals to be classified as having a state of 
flourishing mental health on hedonic well-being, they have to experience „every day‟ or 
„almost every day‟ a minimum of one of the three signs, with a minimum six out of the 
eleven signs of positive functioning during the past month. On the other side of the 
continuum are individuals who experience low levels on at least one measure of hedonic 
well-being and low levels on at least six measures of positive functioning (i.e., „never‟ or 
„once or twice‟ during the past month) and they are diagnosed with declining mental health 
(Keyes, 2009). It has been found that the MHC - SF has shown excellent internal 
consistency (> .80) as well as discriminant validity for adults within the South African 
context (Keyes, 2005, 2006; Keyes et al., 2008). Keyes, Wissing, Temane, Kruger and van 
Rooy (2008) confirmed that the three factor structure of both the long and short forms of 
the MHC including social, psychological, and emotional well-being is nationally 
representative in South Africa.  
3.5      DATA COLLECTION PROCEDURE 
During data gathering and analysis, research data has to be handled with the utmost 
integrity and care ensuring reliability of the research process. At first, all ethical 
considerations regarding the data collection procedure will be presented. The data 
gathering process and the analysis of the data will then briefly be explained in the following 
sections. A statistician was approached to assist the researcher with the statistics required 
for the study.  
3.5.1 Ethical Considerations 
Spector (2012) acknowledges that when non-experimental studies are conducted by 
making use of data collection tools such as surveys, the onus remains on the researcher 
to protect the identities of research participants. Participants have to feel safe in knowing 
that their responses will remain anonymous and will not negatively affect them personally 
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or their employment. For this reason, the present study was conducted anonymously. In 
addition to that, For the present study, participants were informed of the nature of the 
study, ensured that their participation is voluntary with the right to withdraw from the study 
at any stage  and that their responses would be kept completely anonymous throughout 
the research process (Spector, 2012).  
Based on the questions asked on the Nelson Mandela University Ethics Clearance for 
Treatises/Dissertations/Theses, also known as the 2015 version of Form E, the researcher 
did not answer „yes‟ to any of the questions asked. Based on the answers present on Form 
E it was deemed unnecessary to submit an ethics application to the Nelson Mandela 
University‟s Ethics Committee in the Faculty of Business and Economic Sciences. 
Regardless if ethical clearance has to be obtained or not, researchers have the 
responsibility to assess their ethical conduct by complying with ethical requirements that 
translate into honesty, trustworthiness and integrity in conducting research. DuBrin (2013) 
suggests that researchers ask the following questions to ensure that an ethical research 
process is adhered to:  
 Is the research process well planned and documented? 
 Is the research process transparent? 
 Will anybody be harmed through the research process? 
 Would the researcher feel comfortable if information or actions were made 
available to the public? 
With all the ethical standards and considerations in place, the researcher was able to 
commence data collection. Complete anonymity was assured to all participants and no 
compensation for participation was offered, nor was non-participation punished. Each copy 
of the composite questionnaire had a cover page stating the nature of the study, as well as 
providing participants with the information of both the researcher and their supervisor. This 
ensured that participants were verbally informed of both the nature of the study as well as 
their right to withdraw their participation at any time during the study and that their results 
would remain completely anonymous throughout the research process.  
3.5.2 Data Collection 
In order to measure the relationship between gratitude and employee wellness, 
participants completed two existing questionnaires in conjunction with a demographic 
variable section. A meeting was set up with the branch manager of the participating 
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organisation to discuss the exact employee numbers as well as who will be responsible for 
arranging data collection opportunities, without disturbing business operations. The 
composite questionnaires were delivered with a cover sheet to the participants‟ whose 
responses provided the data for the study. Departmental managers were asked to explain 
the research process and purpose to the employees, ensuring that they understood that 
their participation in the study was voluntary and should they decide not to participate it 
would in no way influence their employment. As one of the conditions of the study was not 
to interfere with organisational operations, volunteering participants were given adequate 
time off to complete the questionnaire. 
The questionnaires were administered in English using paper-and-pencil method. The 
demographic variables limited identifying information, which protects the anonymity and 
confidentiality of participants. Data collection was done at the head office as well as on 
multiple sites where employees were located. The research process maintained reliability 
and validity by ensuring all participants completed the questionnaire under similar 
conditions, regardless of the location. Participants completed the surveys in small groups 
to ensure that they understood what the process was about as well as fully grasping what 
the items in the questionnaire entailed. The composite questionnaire contained a cover 
page explaining the purpose of the research and the data, followed by the MHC-SF and 
the GQ-6. Participants were encouraged to complete all items in the questionnaire as 
missing items deem the results as inconclusive and the questionnaire being unusable. The 
questionnaires were returned by placing them in a box after they have been completed. 
The researcher then captured the data on an Excel spreadsheet, which was sent to the 
statistician for analysis.  
There was limited identifying information requested from the participants on the 
demographic variable page in order to ensure the participants‟ anonymity. It was accepted 
that due to the inherent job requirements and a daily part of their job entailed 
communicating with customers in a multi-cultural South Africa, that all participants had the 
ability to read and understand the English language.  Both the cover letter as well as the 
composite questionnaire was presented in English. However there are many steps that 
had to be taken by the researcher to ensure that errors were minimised. These steps 
included:  
 The researcher was present during all sessions where questionnaires were 
completed. 
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 The employees received the questionnaires and the purpose was clearly explained 
to them to reduce chances of ambiguity.  
 Participants were requested to place their completed questionnaires in a box at the 
front of the venue under the direct supervision of the researcher and no manager 
had access to the completed questionnaires. 
 There was no immediate strategy in place to ensure all items were completed in full, 
however incomplete questionnaires were excluded from the sample. 
Based on the inherent nature of the jobs of the participants, not all participants had access 
to technological resources to complete the survey. The pencil-to-paper method proved to 
be the best option for the current study.  
3.5.3 Data Analysis 
The current study made use of the following statistical procedures. The results chapter 
contains descriptive statistics such as standard deviations, means and medians. 
Researchers make use of descriptive statistics to present quantitative data in a 
manageable form and for the purposes of this study the mean, median and mode will be 
used as part of the data analysis process (Trochim, 2006). Using these values ensure that 
the dispersion and spread of the values around the central tendency, can be measured by 
calculating either the range or the standard deviation. A more detailed and accurate 
estimate of dispersion is the standard deviation, as an outlier can greatly exaggerate the 
range which indicates the relation that set of scores has to the mean of the sample 
(Trochim, 2006). 
The researcher made use of Cronbach‟s alpha coefficient to measure the internal 
consistency of both of the instruments used to collect data for the current study. In order to 
measure the relationship between employee wellness and gratitude the researcher made 
use of the Pearson product moment correlation coefficient. The researcher compared the 
mean scores of the various groups by making use of t-tests; based on two demographic 
variables compared to one another such as gender (for example, male or female). One-
way analysis of variance (ANOVA) was also used to compare the mean wellness and 
gratitude scores between the various groups as well as determining the difference 
between two or more variables for example, age, language, tenure, and race. Cronbach‟s 
alpha coefficient assesses the reliability, or internal consistency, of the composite 
questionnaire used in this study as individuals will be responding to items on multiple 
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levels (Struwig & Stead, 2011). Pearson‟s Product Moment correlation represents the 
relationship between two variables (employee wellness and gratitude) with a single 
number.  
3.5.4 Reliability 
The reliability of the measuring instruments is determined in order to ensure that they 
would produce consistent results. The reliability of both of the instruments as well as their 
subscales was determined by making use of Cronbach‟s alphas. Instruments were used in 
their original format and the researcher made no changes to the content or wording of 
items. 
Table 3.1: Reliability of the measuring instruments and their subscales 
 
Instrument / Subscale 
 
Cronbach's 
Alpha 
 
No of items 
Emotional Well-Being 0.717 3 
Psychological Well-Being 0.716 6 
Social Well-Being 0.704 5 
Overall Well-Being 0.824 14 
Gratitude 0.602 6 
 
Table 3.1 illustrates the internal consistency for the overall scales, where one of the 
questionnaires is above the recommended lower limit for Cronbach‟s alpha of 0.70 (Hair, 
Black, Babin, Anderson & Tatham, 2006). Although the internal consistency for the GQ-6 
is only 0.60, Malhotra (2007) has indicated that this is also an acceptable indicator of 
reliability.  
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3.6     CONCLUSION 
This chapter outlines a description of the research methodology used in the current study, 
aimed at ensuring that all methodology used in the study would produce valid and reliable 
results. The researcher provided an overview of the research design, participants and the 
research objectives. In order to obtain the necessary statistics for this study, the 
demographic variables of participants was used to draw inferences from their responses 
provided in the questionnaire. This chapter also outlined the psychometric properties of the 
research instruments used as well as a discussion regarding procedures for data 
collection, questionnaire administration, and data processing with specific reference to the 
statistical procedures that were followed. The results obtained from the study as well as 
the interpretation of the results will be discussed in Chapter 4. 
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CHAPTER 4 
RESULTS 
 
 
4.1  INTRODUCTION 
Chapter 1 presented the primary aim of the current study, namely to determine if a 
relationship exists between employee wellness and gratitude.  While the purpose of the 
previous chapter was to explain the design of the current study, the present chapter 
presents the significant findings and the results of the study. The researcher captured the 
data received from the pencil–and-paper surveys onto a Microsoft Excel workbook, which 
was then analysed in SPSS Statistics Version 25. The current study made use of 
inferential statistics and descriptive statistics.  The results are presented in tables. The 
intention is that these results will assist in answering the research objectives, by 
addressing the hypotheses as set out in Chapter 2. 
4.2     DEMOGRAPHICS 
The researcher distributed 140 questionnaires. A total of 122 questionnaires were fully 
completed and had no missing items, which illustrated a high response rate of 90%. In 
order gain an improved insight and understanding regarding the sample, an analysis 
based on the demographic information of the participants was conducted. The results 
obtained from the study are illustrated below. 
4.2.1 Frequency Distribution: Age 
Table 4.1 illustrates the age distribution of the research participants.  
Table 4.1: Age distribution of participants 
Age Category 
  Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid [18 - 25] 25 20.5 20.5 20.5 
[26 - 35] 44 36.1 36.1 56.6 
[36 - 45] 33 27.0 27.0 83.6 
[45 +] 20 16.4 16.4 100.0 
Total 122 100.0 100.0   
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The data in Table 4.1 illustrates that there was a relatively even distribution of age groups 
among the participants. Twenty percent of the participants (n = 25) are in the age group 
18-25 years, 36% of the participants (n = 44) in the age group 26-35 years, 27% (n = 33) 
in the age group 36-45 years, while 16% of the participants (n=20) are in the age group 
45+ years.  
4.2.2 Frequency Distribution: Gender 
Table 4.2 illustrates the gender distribution of the research participants.  
Table 4.2: Gender distribution of participants 
Gender 
  Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid Male 78 63.9 63.9 63.9 
Female 44 36.1 36.1 100.0 
Total 122 100.0 100.0   
 
The majority of the participants (64%, n = 78) are male employees, while female 
employees comprised 36% of the participants (n = 44). A reason for the higher number in 
male participants is that the nature of the work environment is not conducive to females. 
There are limited positions that women are able to maintain within the organisation, as 
physical strength is a prerequisite for many of the positions. Another major contributing 
factor is the fact that many employees need Heavy Motor Vehicle (Code EC) driver‟s 
licences as part of the inherent job requirements.  
4.2.3 Frequency Distribution: Tenure 
Table 4.3 illustrates the tenure distribution of research participants. 
 
Table 4.3: Tenure distribution of participants 
Tenure 
  Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid 1 year or less 42 34.4 34.4 34.4 
2 to 5 years 52 42.6 42.6 77.0 
6 to 10 years 20 16.4 16.4 93.4 
More than 10 years 8 6.6 6.6 100.0 
Total 122 100.0 100.0   
The organisations tenure figures are alarming. Thirty-four percent of the employees (n = 
42) have been employed by the organisation for one year or less. The second largest 
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group accumulated to 42% (n = 52) being employed by the organisation for a period of two 
to five years. A further 16% of the participants (n = 20) have been employed by the 
organisation for six to 10 years. Lastly, only 6% of the participants (n = 8) remained with 
the organisation for more than 10 years. The high number of employees in the lowest 
category is a result of the demanding physical nature of the jobs done. The high 
percentages in the highest two categories can be indicative of many factors or issues 
arising within the working conditions of the participants. 
4.2.4     Frequency Distribution: Levels of Education 
Table 4.4 illustrates the levels of education distribution of research participants.  
Table 4.4: Levels of education distribution of participants 
Levels of Education 
  Frequency Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid Grade 11 or below 56 45.9 45.9 45.9 
Grade 12/school leavers 
certificate 
44 36.1 36.1 82.0 
University/College Graduate 18 14.8 14.8 96.7 
Postgraduate degree 4 3.3 3.3 100.0 
Total 122 100.0 100.0   
 
Of all the participants, 46 % (n = 56) did not finish school, leaving them in the Grade 11 or 
below group. The number of matriculants or those obtaining a school leavers certificate 
amounts to 36% of the participants (n = 44). Only 15% of participants (n = 18) attended a 
university or a college. The lowest category comprises participants who hold postgraduate 
degrees. Only 3% of the research participants (n = 4) obtained postgraduate qualifications.  
Most of the participants have basic to no education due to many of the lower level 
positions requiring unskilled labour.  
4.3 PERCEPTIONS OF WELLNESS AND GRATITUDE 
The researcher examined the total scores and relevant dimensions in order to improve the 
overall understanding of the sample. The sections below presents the research results.  
4.3.1 Employee Wellness: Description of Sample 
Employee wellness was measured on a rating scale of one to six, with one representing a 
low score on employee wellness and six a high score. For ease of interpretation, the mean 
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scores were calculated and plotted against the scoring key to indicate the level of 
employee wellness as follows: 
 
1.00 – 2.67 = Low score on employee wellness and its dimensions. 
2.68 – 4.33 = Medium/moderate score on employee wellness and its dimensions. 
4.34 – 6.00 = High score on employee wellness and its dimensions. 
 
A low score (closer to one) indicates low levels of employee wellness, while a high score 
(closer to six) indicates high levels of employee wellness.  
 
Table 4.5: Descriptive statistics for scores on Employee Wellness and its dimensions (N = 
122) 
Descriptive Statistics 
 
Mean Median Minimum 
 
Maximum 
Std. 
Deviation 
Emotional Well-Being 4.44 4.67 1.00  6.00 1.20 
Social Well-Being 3.66 3.70 1.00  6.00 1.20 
Psychological Well-
Being 
4.63 4.83 2.33  6.00 
 
0.97 
Overall Well-Being 4.25 4.36 1.58  6.00 0.90 
 
As illustrated in Table 4.5, the mean score for the emotional well-being scale (m = 4.44) 
indicates that the participants displayed high scores on emotional well-being. This is 
supported by a median of 4.67. The mean score for the social well-being scale (m = 3.66) 
falls into the medium range suggesting that the participants displayed a moderate score on 
social well-being, which is supported by a median of 3.70. The mean score for the 
physiological well-being scale (m = 4.63) also falls within the high range, thus indicating 
that the participants displayed high scores on physiological well-being, which is also 
supported by the median of 4.83. The mean score for the overall well-being scale (m = 
4.25) falls into the medium range suggesting that the participants displayed moderate 
scores on overall well-being, which is also supported by the median of 4.36. For the most 
part, the participants displayed both moderate to high levels of well-being, with a slightly 
lower level of social well-being.  
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Table 4.6: Frequency distribution of scores on Employee Wellness and its dimensions (N 
= 122) 
  
Emotional Well-
Being 
Social Well-
Being 
Psychological 
Well-Being 
Overall Well-
Being 
Freq. % Freq. % Freq. % Freq. % 
Low 14 11.5% 31 25.4% 19 15.6% 14 11.6% 
Moderate 31 25.4% 51 41.8% 37 30.3% 56 46.3% 
High 77 63.1% 40 32.8% 66 54.1% 51 42.1% 
Total 122 100.0% 122 100.0% 122 100.0% 122 100.00% 
 
The frequency distribution for the different subscales of well-being was calculated and is 
illustrated in Table 4.6. Concerning the subscales of employee well-being, the majority of 
the sample scored on a high level for both emotional and psychological well-being with 
percentages ranging between 63.1% and 54.1% respectively. However, on social well-
being the majority score was moderate with 41.5% of participants scoring on this level. 
The scores for overall well-being included 46.3% of participants scoring in the moderate 
range, whilst 42.1% of participants scored in the high range. Overall, it appeared that 
participants perceived themselves to have moderate to mostly high levels of well-being. 
Based on Table 4.6, even though the majority of the participants find themselves in the 
high levels of well-being, it is alarming that there are multiple participants on the lower 
levels.  
4.3.2 Gratitude: Description of Sample  
Gratitude was measured on a rating scale of one to seven, with one representing a low 
score on gratitude and seven a high score. The mean scores were calculated and plotted 
against the scoring key to indicate the level of turnover intentions as follows:  
 
1.00 – 3.00 = Low score on gratitude. 
3.01 – 5.00 = Medium/moderate score on gratitude. 
5.01 – 7.00 = High score on gratitude. 
Table 4.7: Descriptive statistics for scores on Gratitude (N = 122) 
 
  Mean Median Minimum Maximum Std. Deviation 
Gratitude 5.09 5.33 2.17 7.00 1.03 
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When evaluating Table 4.7, one can observe that the mean score for the gratitude scale 
(m = 5.09) falls into the high range suggesting that the participants displayed a high score 
on gratitude levels. This is supported by a median of 5.33.  
 
Table 4.8: Frequency distribution of scores on Turnover Intentions (N = 122) 
 Gratitude 
original 
 Freq. % 
Low 17 13.9% 
Moderate 53 43.4% 
High 52 42.6% 
Total 122 100.0% 
 
The frequency distribution for gratitude was calculated and is illustrated in Table 4.8. The 
results for grateful experiences on both the moderate and high levels are closely related. 
From all the participants, 43.4% scored within the moderate gratitude range. However, 
with a single participant difference, 42.6% of participants scored within the high range for 
gratitude. From these scores it is evident that the employees do experience gratitude.  
4.4     DIFFERENCES BETWEEN DEMOGRAPHIC GROUPS IN THE SAMPLE 
The researcher examined variations in the mean scores of demographic variables of 
participants, such as level of education and age. This is based on the constructs in the 
study and their corresponding dimensions in order to determine the statistical significance 
of differences. Ideally, ANOVAs are used where more than two categories are present in a 
demographic group. Hair et al., (2006) acknowledge that even though the ANOVA will 
highlight any significant differences between the means, it does not point out where the 
significant difference lies if there are more than two groups. For this reason, it is necessary 
to conduct a post-hoc procedure in an attempt to identify where the differences between 
categories occur and in this study, the Scheffé method was used. 
The Cohen‟s d value was used to calculate the approximate strength of the difference. 
When interpreting Cohen‟s d a value of 0.30 and above is considered to indicate a small 
practical significance, with a value of 0.50 and above indicating a medium practical 
significance and 0.80 and above indicating a large practical significance. The scores of all 
the demographic groups were examined for differences in mean scores, but only practical 
differences found will be presented in this section. The Cohen‟s d values were applied as 
follows: 
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 0.30 to 0.49 indicates a small practical significance. 
 0.50 to 0.79 reflects a medium practical significance. 
 0.80 to 1.00 indicates a large practical significance. 
 
Table 4.9 displays the ANOVA for the demographic home language. Emotional well-being 
(p=0.007) and gratitude (p=0.000) both had p-values of less than 0.05 indicating 
statistically significant differences between the means. 
Table 4.9: ANOVA for Home Language 
Construct df (2) F-stat P 
Well-Being Dimensions 
Emotional Well-Being 121 3.106 0.007 
Social Well-Being 121 1.626 0.146 
Psychological Well-Being 121 0.760 0.603 
Gratitude factor 121 4.394 0.000 
 
A post-hoc Scheffé test was calculated, indicating the differences in these groups 
speaking various home languages for well-being and its dimensions as well as gratitude. 
These results are reflected in Table 4.10 and Table 4.11 below. 
Table 4.10: Scheffé Test for Home Language and Emotional Well-Being 
  Tsonga Means N SD 
Cohen's 
d 
Sepedi 0.053 4.058 23 1.42356 
1.279931 
Tsonga   5.4222 15 0.49548 
 
Table 4.10 illustrates a significant difference between the six language groups that were 
tested for participants whose home language is Sepedi and Tsonga, in terms of emotional 
well-being (p = < 0.053). The Cohen‟s d calculated 1.279931 for participants speaking 
Sepedi and Tsonga, which indicated a large practical significance. 
 
Table 4.11: Scheffé Test for Home Language and Emotional Well-Being 
  Tsonga Means N 
Standard 
Deviation Cohen's d 
Sotho 0.040 3.4762 7 1.19965 
2.120321 
Tsonga   5.4222 15 0.49548 
 
From Table 4.11 it is evident that there is a significant difference between the six language 
groups that were tested for participants whose home language is Sotho and Tsonga, in 
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terms of emotional well-being (p = < 0.040). The Cohen‟s d calculated 2.120321 for 
participants speaking Sotho and Tsonga, which indicated a large practical significance. 
 
Table 4.12: Scheffé Test for Home Language and Gratitude 
  English Means N 
Standard 
Deviation 
Cohen's 
d 
Sepedi 0.05 4.70 23 1.07 
1.11 
English   5.74 22 0.76 
 
From Table 4.12 it is evident that there is a significant difference between the six language 
groups that were tested for participants whose home language is Sepedi and English in 
terms of gratitude (p = < 0.050). The Cohen‟s d calculated 1.109511 for participants 
speaking Sepedi and English, indicating a large practical significance. 
 
Table 4.13: ANOVA for Race 
 
 
 
 
 
 
Table 4.13 presents the ANOVA for the demographic variable Race. Gratitude (p=0.000) 
had a p-value of less than 0.05 indicating a statistically significant difference between the 
means. 
 
Table 4.14: Scheffé Test for Race and Gratitude 
  Caucasian Means N 
Standard 
Deviation 
Cohen's 
d 
African 0.005 4.9028 96 1.01758 
1.184403 
Caucasian   5.9737 19 0.77432 
 
From Table 4.14 it is evident that there is a significant difference between the three race 
groups that were tested for participants who are African or Caucasian in terms of gratitude 
(p = 0.005). The Cohen‟s d calculated 1.184403 for participants that are African or 
Caucasian, indicating a large practical significance. 
 
 
Construct df (2) F-stat P 
Well-Being Dimensions 
Emotional Well-Being  121 1.449 0.239 
Social Well-Being  121 0.472 0.625 
Psychological Well-Being  121 1.165 0.315 
Gratitude factor 121 9.945 0.000 
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Table 4.15: ANOVA for Marital Status 
 
 
 
 
 
 
Table 4.15 displays the ANOVA for the demographic variable Marital Status. Social well-
being (p=0.034) had a p-value of less than 0.05 indicating a statistically significant 
difference between the means. 
 
Table 4.16: Scheffé Test for Marital Status and Social Well-Being 
  
Single with 
children Means N S.D 
Cohen's 
D 
Married 0.054 4.2875 16 0.6927 
1.068859 Single with 
children   3.3056 36 1.09908 
 
Table 4.16 above illustrates a significant difference between the participants who are 
married and who are single with children in terms of social well-being (p = < 0.054). The 
Cohen‟s d calculated 1.068859 for married participants and participants that are single 
with children, indicating a large practical significance. 
In conclusion, the results illustrated above found statistically and practically significant 
differences based on the demographic variables of participants on both well-being and 
gratitude and their respective dimensions. These findings relate to hypotheses 1 and 2 of 
the study. 
 
Hypothesis 1: There is a significant difference between employee wellness 
levels based on demographic variables of participants. 
There is a large practically significant relationship demonstrated between well-being and 
age, race as well as marital status. Based on the information provided in the tables above 
(Table 4.9 to Table 4.16), it is evident that there is a significant relationship between well-
being and two of the demographic variables. Therefore, the researcher accepted 
Hypothesis1. 
Construct df (2) F-stat P 
Well-Being Dimensions 
Emotional Well-Being  121 1.958 0.124 
Social Well-Being  121 2.988 0.034 
Psychological Well-Being  121 1.263 0.290 
Gratitude factor 121 1.139 0.336 
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Hypothesis 2: There is a significant difference between gratitude levels based 
on demographic variables of participants. 
 
There is a large practically significant relationship demonstrated between gratitude and 
age. Based on the information provided in the tables above (Table 4.9 and Table 4.11), it 
is evident that there is a significant relationship between gratitude and the demographic 
variable age. The researcher thus accepted Hypothesis 2. 
4.5     RELATIONSHIPS BETWEEN THE VARIABLES 
In order to accept or reject some of the hypotheses made in Chapter 2, it was also 
necessary to determine if there were relationships between the various constructs in the 
study. Pearson‟s Product Moment correlation was utilised in order to calculate the 
relationships between the total scores for the variables and the dimension scores.  
When working with a large sample size, it is important to be mindful that there may be 
difficulty in interpreting the results as many of the correlations indicate statistical 
significance. In cases such as these, it is necessary to adopt the scale provided by 
Guilford (1956) (as cited in Dannhauser, 2007), which proposes guidelines regarding the 
cut-off points that assist in explaining and interpreting the usefulness of the correlations 
among these variables.  
Table 4.17: Scale to explain and interpret correlation coefficients 
Correlation Coefficient Value  Explanation  
< 0.20 = < 4%  Slight, almost negligible relationship.  
0.20 - 0.40 = 4 - 16%  Low correlation. Definite, but small relationship.  
0.40 - 0.70 = 16 - 49%  Moderate correlation. Substantial relationship.  
0.70 – 0.90 = 49 - 81%  High correlation. Clear, discernible relationship.  
> 0.90 = 81%+  Very high correlation. Dependable relationship.  
 
With a sample size of 122, large proportions of the results appear to be statistically 
significant and should be interpreted with caution. Therefore, only those correlations of 
0.20 and above indicating a definite relationship and stronger will be discussed. 
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Table 4.15 reflects the correlations between scores on well-being and gratitude scales and 
the dimensions of well-being based on the results of a Pearson‟s Product Moment 
correlation calculation. 
 
Table 4.18: Correlations between the dimensions of Well-Being and Gratitude 
  
Emotional 
Well-Being 
Social 
Well-Being 
Psychological 
Well-Being 
Overall Well-
Being 
Gratitude 
Original 
Emotional 
Well-Being 
1        
Social Well-
Being 
0.48 1      
Psychological 
Well-Being 
0.43 0.46 1    
Overall Well-
Being 
0.81 0.82 0.76 1  
Gratitude 
original 
0.20 0.11 0.20 0.20 1 
 
There appears to be a low correlation (r = 0.20) between psychological well-being and 
gratitude indicating a definite, yet small positive relationship between the variables. When 
one considers the correlation on a 0.05 level, the correlation (r = 0.20) between emotional 
well-being and gratitude suggests a definite but small positive relationship between the 
variables. The results (r = 0.20) also indicate a definite but small positive relationship 
between gratitude and overall employee well-being.  
To summarise the above results, it was found that there are small relationships between 
gratitude scores and some dimensions of well-being scores, as well as their dimensions. 
These findings relate to Hypotheses 3 to 6 of the study. 
Hypothesis 3: There is a relationship between employee wellness and gratitude. 
The results illustrated in Table 4.18 clearly indicate that a small relationship exists between 
employee wellness and gratitude; therefore, based on these results Hypothesis 3 is 
accepted. Even though the hypothesis is accepted, it should be interpreted with caution as 
the results noticeably indicate a need for further research. 
Hypothesis 4: There is a significant relationship between emotional well-being 
and gratitude.  
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Based on the results illustrated in Table 4.18, it is evident that a small relationship exists 
between emotional well-being and gratitude Thus, Hypothesis 4 is accepted. However, the 
results also clearly indicate a need for further research.  
Hypothesis 5: There is a significant relationship between social well-being and 
gratitude.  
The results illustrated in Table 4.18clearly indicate that no relationship exists between 
social well-being and gratitude, and therefore, Hypothesis 5 is rejected. 
Hypothesis 6: There is a significant relationship between psychological well-
being and gratitude. 
Based on the results illustrated in Table 4.18, it is evident that a small relationship exist 
between psychological well-being and gratitude.  Hypothesis 6 is accepted, but the results 
clearly indicate a need for further research.  
4.6 SUMMARY OF THE HYPOTHESES TESTING 
A number of hypotheses were examined throughout this chapter. These hypotheses are 
summarised in Table 4.19 according to those which were accepted (where the results 
obtained in the study indicated evidence supporting the hypothesis), and rejected (results 
disproving the hypothesis). 
Table 4.19: Summary of Hypotheses testing 
Hypothesis 1 There is a significant difference between employee 
wellness levels based on demographic variables of 
participants. 
Accepted 
Hypothesis 2 There is a significant difference between gratitude levels 
based on demographic variables of participants. 
Accepted 
Hypothesis 3 There is a relationship between gratitude and employee 
wellness. 
Accepted 
Hypothesis 4 There is a significant relationship between emotional well-
being and gratitude. 
Accepted 
Hypothesis 5 There is a significant relationship between social well-
being and gratitude. 
Rejected 
Hypothesis 6 There is a significant relationship between emotional well-
being and gratitude. 
Accepted 
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4.7 CONCLUSION 
This chapter summarised and presented the results of the current research study. 
Although all the findings were unexpected as the researcher expected a significant 
relationship between employee wellness and gratitude. Regardless of the strength of the 
relationship, the current study established that a relationship exists between employee 
wellness and gratitude along with other noteworthy findings, which led to the acceptance, 
partial acceptance, rejection, and withholding of judgement for the hypotheses. The main 
purpose of Chapter 5 serves to interpret and discuss the significant results, including the 
implications of these findings. 
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CHAPTER 5 
DISCUSSION OF RESULTS 
________________________________________________________________________ 
 
5.1      INTRODUCTION 
Chapter 4 presented the results of the study by making use of the statistical analysis that 
were conducted in order to reach conclusions regarding the hypotheses and answer the 
proposed research questions. The preceding chapters outlined the literature, research 
methodology, and results of the study. There were a number of compelling findings, which 
though tentative, has the ability to make a positive contribution to the ever-expanding body 
of knowledge regarding employee wellness, particularly in the South African context. It is 
further anticipated that this research will be considered valuable and add insight into the 
relationship between employee wellness and gratitude, especially since there is limited 
research regarding this relationship.  
The current chapter aims to discuss the results with regard to the relevant literature as 
presented in the preceding chapters. Furthermore, it sets out the results of the survey, the 
differences between the demographic variables, and also the relationships between the 
variables. The researcher anticipates that the discussion in this chapter will provide insight 
into the relationship between employee wellness and gratitude and shed some light on the 
results, especially considering the South African context. Lastly, the limitations of the 
current study will be discussed, along with the recommendations for both the participating 
organisation as well as future researchers interested in continuing this study. 
5.2      SURVEY RESULTS 
The results from the survey also highlighted some interesting findings. The next section 
will elaborate on the results reflecting the demographics of participants and the descriptive 
statistics of both variables. It will also discuss the findings on correlations between 
variables as well as the differences between participants based on the demographic 
variables. 
5.2.1 Employee Wellness 
Concerning the scores on well-being and its dimensions, participants scored moderately to 
high indicating that they have moderate to high levels of well-being. The moderate levels 
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indicate employee wellness not being particularly high within the organisation. However, 
such a response was expected as at the time of the survey the employees raised several 
concerns. Their concerns included the distribution of the results and the purpose of the 
survey as well as work-related issues (e.g. their working hours and conditions, their rate of 
pay and the communication structure within the organisation). One would expect these 
concerns to relate to a fear of distribution, however, they felt that if the employing 
organisation actually had access to the information their working circumstances could 
improve. 
According to Wu, Chen, and Chen (2017), the social, emotional and psychological aspects 
of wellness contribute to the overall quality of an individual‟s life. The current study 
concluded that participants that took part in the study illustrated high levels of emotional 
wellness. Ciarrochi, Parker, Kashdan, Heaven, and Barkus (2015) support this finding by 
stating that the most widely used indicators of wellness includes frequent and intense 
experiences of positive emotions, such as hope and happiness, followed by infrequent and 
lowered levels of negative emotions, including avoiding any actions or experiences that 
could possibly lead to misery or despair. From the results, it can be concluded that the 
employees‟ exhibit purposeful behaviour towards increasing their positive emotional states 
which in turn leads to high levels of emotional wellness (Ciarrochi et al., 2017).  
Sangachin and Cavuoto (2018) assert that a challenge in modern work environment is all 
the psychological demands placed on individuals within their work environments. Stetz, 
Castro and Bliese (2007) found that deactivating uncertainty, workload, and organisational 
constraints all have an influence in the psychological wellness of employees. The current 
study found that employees experienced high levels of psychological wellness. This could 
be due to the majority of the employees that were tested being lower level employees with 
limited psychological challenges. The high levels of psychological wellness, therefore 
indicate that the employees are experiencing lower levels of work-related stressors (Stetz 
et al., 2007).  
Although participants perceived themselves to have moderate levels of well-being, this 
dimension scored higher than expected.  External considerations influenced the results as 
verbally mentioned to the researchers by participants during data collection. Their 
concerns included their rate of pay, which was significantly below the national rate, the 
cleanliness of their working environments, the lack of attention from management as well 
as their extended working hours. Therefore, all the dimensions of well-being scored within 
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a similar range, but will still be considered low for any organisation that cares about 
employee wellness. 
5.2.2 Levels of Employee Gratitude  
Hasan, Mortimer, Lings, and Neale (2017) describe gratitude as a voluntary, other-directed 
emotional reaction that may arise from the realisation that the individual has received a 
certain benefit based on their input from an organisation. Based on their observation, the 
results on gratitude were unexpected, especially when considering the South African 
context.  Butler (2017) acknowledges that the current workforce is faced by challenges, 
such as a high unemployment figure, high labour turnover, an exploitative domestic labour 
sector, and a low minimum wage rate. Based on this information it was expected that 
employees would score at least moderate levels of gratitude. The current study found that 
employees participating in the study experienced moderate to high levels of gratitude. The 
results included the same factors mentioned above, such as their working hours and 
physical working conditions, their rate of pay, and the communication structure within the 
organisation, which could have possibly also influenced these results. Due to the 
circumstances that employees work under, it could greatly influence their levels of 
gratitude.  
Hasan, Mortimer, Lings, and Neale (2017) describe gratitude as an emotional response 
that can have a mediating effect on individuals‟ occupational experiences. They studied 
the antecedents of gratitude in organisations and found that increased levels of gratitude 
could be achieved by implementing relationship-building strategies, and consequently the 
organisation may experience increased levels of customer satisfaction as well as both 
economic and productivity benefits. Based on the research above it would be in the 
organisations best interest to introduce gratitude-enhancing interventions to ensure the 
longevity of the organisation.  
5.3      DIFFERENCES BETWEEN DEMOGRAPHIC GROUPS  
The research results indicated a number of differences between the demographic groups 
in the sample when the means of the variables were considered along with their 
dimensions.  
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5.3.1 Employee Wellness and Demographic Variables 
Current studies on employee wellness make limited statements regarding the 
demographic variables found to be significant in this study. However, some researchers 
investigated the demographic variables on a basic level (Helliwell & Putman, 2004; 
Agneessens et al., 2006; Botha & Brandt, 2009). The differences in mean scores in the 
current study relate to home language and marital status.  
This study found a significant difference between the six language groups that were tested 
for participants whose home language is Sotho and Tsonga, in terms of emotional well-
being. This is explained by Helliwell and Putman (2004) and their view concerning the role 
of language on test results. They acknowledge that well-being questions may elicit 
answers reflecting momentary feelings or circumstances. This means that participant 
answers may change and have different meanings to participants of different ages, who 
come from different cultures, gender differences and different home languages. On some 
level this relates to cultural differences, which as mentioned above, can influence the way 
that the individuals interpret test items. This is further supported by the study conducted by 
Agneessens et al., (2006) and their specific focus on the different roles adopted by 
individuals and the support they offer to others. They acknowledge that these roles are 
largely specific and culturally defined by a set of expectations, obligations, and rights. 
Based on this information, they acknowledge that even though culture-specific factors may 
influence the results, it is still not sufficient to produce cross-cultural generalisations. When 
comparing past literature to the current finding, it can be suggested that a cross-cultural 
evaluation of levels of employee wellness will provide more insight into employee wellness 
in South African organisations. However, the current results should motivate the employing 
organisation to be sensitive to cultural differences between employees.  
The current study found a significant difference in the social well-being dimension based 
on the Marital Status of the groups that were tested for participants who are married and 
those who are single with children.  In a South African study conducted by Botha and 
Brandt (2009) it is acknowledged that individuals‟ lives are greatly influenced when conflict 
arise between work and family responsibilities. This includes lower levels of marital 
satisfaction. Diener, Suh, Lucas and Smith (1999) substantiate their findings by stating that 
married individuals report higher levels of both happiness and overall well-being. 
Therefore, one might attribute the difference between the two groups to one of the groups 
of participants actually being married, as marriage holds many benefits on the wellness of 
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individuals. Elliot, Powell and Brenton (2015) assert that single parents face different 
challenges compared to married couples. Single parents face challenges, such as time 
and financial constraints, limited social support as well as increased stress levels. Based 
on the research above, the results of the current study suggest that married couples will 
have increased levels of social well-being due to the lack of social support from others. 
Elliot et al., (2015) acknowledge that single mothers that participated in their study 
repeatedly acknowledged and emphasised how important protection, sacrifice, and self-
reliance are in their roles as single parents, which substantiates a lack of social support.  
Hypothesis 1 of the study hypothesised that there is a significant difference between 
employee wellness levels based on demographic variables of participants. Even though 
not all of the demographic variables delivered significant results, the hypothesis is still 
accepted. Although their research focused more on employee wellness programmes, Hall, 
Kelly, Burmeister, and Merchant (2017) emphasise that time needs to be spent in order to 
understand the demographics of participants. It is entirely possible to reach the desired 
outcomes by targeting specific activities at the specific needs of employees. It is important 
to understand individual differences.  Understanding demographic differences can provide 
greater insight into why these individual differences exist. South African researchers 
specifically have placed limited emphasis on demographic variables in employee wellness 
studies and how they relate to employee wellness within a South African context. This 
could be a potential gap in research as demographic variables form part of any study. 
However, they have not been investigated as relationships on their own, and 
understanding why these differences exist could add valuable insight into the current body 
of knowledge. 
5.3.2 Gratitude and Demographic Variables 
The study found significant results between gratitude and the demographic variables home 
language and race. Just as with employee wellness, there is limited research conducted 
regarding gratitude and demographic variables (Emmons, 2007; Kuppens, Ceulemans, 
Timmerman, Diener and Kim-Prieto, 2006). 
The current study found a significant difference between the six language groups that were 
tested for participants whose home language is Sepedi and English, in terms of gratitude. 
Throughout his book, Emmons (2007) repeatedly mentions the importance of language as 
well as the use of language and its effects on gratitude. He maintains that grateful people 
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have a particular linguistic style and they use expressions of gifts, giving, blessings, 
blessed, fortune, fortunate, and abundance. The connection in language and home 
language is culture, and that is why only some home languages in the current study had 
significant values in relation to gratitude. Butler (2017) acknowledges that cultural 
differences can be attributed to ethnic or tribal identities that are carefully shaped by the 
differences in their history, language, and cross-racial experiences. Based on the research 
above, the difference between the experiences in gratitude and home language among the 
participants can be related to the cultural differences among the different groups.  
The current study found a significant difference between the race groups that were tested 
for participants who are African or Caucasian, in terms of gratitude. When considering 
differences between different racial groups, one has to consider cultural differences. 
Emmons (2007) asserts that a grateful outlook can dominate the outlook of an entire 
culture. He found in his research that a philosopher of emotion, Robert Solomon, noted 
how relatively infrequently individuals speak about gratitude as an emotion but 
acknowledge how gratitude and the experience of gratitude forms the foundation for 
interactions in several cultures. Kuppens et al.,(2006) found similar results indicating that 
experiences of gratitude comprises universal as well as culturally specific determinants.  
Based on this research, one could draw the link between culture and language and how it 
is reflected in gratitude. Furthermore, the results of the current study indicate the 
differences between the language and race groups and their experiences of gratitude can, 
therefore, be attributed to cultural differences.  
Hypothesis 2 of the study states that there is a significant difference between gratitude 
levels based on demographic variables of participants. Considering the results of the 
current study, combined with the research above, the hypothesis is accepted. Even though 
most of the studies have limited insight into the relationship between gratitude and 
demographic variables, research supports the notion that gratitude remains a universal 
experience (Emmons & McCullough, 2003; McCullough et al., 2001). This should motivate 
more studies exploring differences in demographic variables, especially into cultural 
differences within a culturally-diverse South African context.  
5.4      RELATIONSHIP BETWEEN EMPLOYEE WELLNESS AND GRATITUDE 
The researcher evaluated the results of the correlations in order to consider if a 
relationship exists between the variables. The present study found a small to insignificant 
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relationship between employee wellness and gratitude. This relates to Hypothesis 3 of the 
study stating that there is a relationship between employee wellness and gratitude. 
Regardless of the size of the relationship, the current study established that such a 
relationship exists and, therefore, Hypothesis 1 is accepted.  
As mentioned throughout this paper, the research into the relationship between employee 
wellness and gratitude are limited. However, other studies highlighted this relationship 
(Wood et al., 2010; McCullough et al., 2002). According to Di Fabio, Palazzeschi, and 
Bucci (2017), a fundamental resource for enhancing and strengthening wellness within 
individuals is the experience of gratitude and grateful feelings.  They further state that 
organisations have come to the realisation that gratitude may be crucial to employees‟ 
success, efficiency, and productivity and consequently improves organisational citizenship 
behaviours, pro-social behaviour as well as enhancing the overall organisational climate. 
When they are compared to the benefits of employee wellness, such as greater 
productivity, reduced absenteeism, increased performance as well as personal benefits 
(e.g. increased levels of commitment and trust) (Berry et al., 2010), theoretically the 
relationship should exist.  
Watkins, Woodward, Stone and Kolts (2003) aimed to develop a psychometrically sound 
measure of trait gratitude, and decided to conduct a series of studies aimed at evaluating 
the potential relationship between subjective well-being and gratitude. After completing 
their research, they found a strong relationship between dispositional gratitude and 
subjective well-being. In two of their studies they confirmed that not only does gratitude 
improve mood, but in the long term frequent practices of gratitude resulted in a number of 
increased positive affect variables, such as hope and subjective well-being. Watkins et al., 
(2003) propose that future researchers should further investigate how gratitude promotes 
subjective well-being. However, they suggest gratitude might have the ability to promote 
happiness in individuals by enhancing experiences of positive events, through various 
means such as enhancing individuals coping mechanisms in order to handle negative 
events, and by enhancing the individual‟s ability to process positive events through 
mitigating depression, and consequently increasing the individual‟s social network. 
Watkins et al., (2003) introduced the term "cycle of virtue" to describe the relationship 
between gratitude and happiness as gratitude enhances happiness, but happiness also 
enhances gratitude, which ultimately influences well-being. Based on their findings, they 
confirm that a relationship exists between gratitude and subjective well-being.  
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In addition, Page and Vella-Brodrick (2013) described wellness as the experience of both 
positive functioning, which includes feelings of mastery, growth, and the development of 
strong interpersonal relationships as well as positive feelings, including happiness, joy, 
and enthusiasm. Based on their description of wellness, they acknowledge that if 
individuals simply possess specified character strengths, such as gratitude, hope, love, 
and curiosity, they are prone to experience higher levels of wellness. They maintain that by 
applying ones strengths, individuals can enhance their levels of wellness. More 
specifically, if individuals apply these character strengths in novel ways, apart from 
increased wellness, individuals also experience a decline in depressive symptoms for a 
period of up to six months by expressing gratitude and writing about things that one should 
be grateful for. This may support the study conducted by Berkland, Werneburg, Jenkins, 
Friend, Clark, Rosedahl, Limburg, Riley, Lecy, and Sood (2017) as they found that 
worksite wellness interventions have the ability to increase employees‟ experiences of 
gratitude. In their study they implemented a 12-week Stress Management and Resilience 
Training (SMART) programme that aimed to improve aspects such as happiness, 
mindfulness, spirituality, life satisfaction, gratitude, and stress levels in health care 
employees. They also made use of the GQ-6 to measure gratitude after the programme 
ended and found significant improvements in the levels of gratitude experienced by 
employees.  
Gubler, Larkin and Pierce (2017) investigated the possible impact of an organisational 
wellness programme on the overall productivity of employees by making use of a panel of 
objective health and productivity data. They divided employees into four categories, 
according to their likelihood to improve their productivity through these mechanisms. 
Participating employees were divided among the four categories based on two observable 
characteristics across time, namely if the programme identified a health problem (for 
example, healthy employees or employees with health problems) and whether the 
employee improved their health between exams. Thus, the four groups of employees are 
healthy employees who do not improve their health, healthy employees who improve their 
health, employees with health problems who do not improve their health and employees 
with health problems who improve their health. Since employee wellness programmes can 
diagnose ill health within employees, employees are made aware of these health issues by 
organisations. If it were not for the employee wellness programme they might have never 
known about these health risks. In many cases employees experience feelings of gratitude 
toward the organisation and reciprocate these feelings of gratitude by showing signs of 
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increased performance and organisational commitment (Gubler et al., 2017). Their 
research is quite different to contemporary research regarding the relationship between 
employee wellness and gratitude, but it is evident that as long as individuals have the 
ability to experience gratitude, organisations can foster gratitude and enhance overall 
organisational effectiveness.   
Thus, it is noteworthy to investigate gratitude and its relation to employee wellness as it 
has the ability to build positive relationships, foster social support, and enhance overall 
wellness whilst reducing negative emotions in organisations and enhancing overall 
organisational health and success (Di Fabio et al., 2017).  
5.5      LIMITATIONS   
It is critical for the researcher to evaluate any possible limitations that may exist within the 
current study to ensure that the research is explored and investigated from all 
perspectives. The researcher acknowledges several limitations experienced during the 
study as they may have influenced the findings of this study.  
The current study made use of a non-probability sampling technique. The researcher 
gathered information from a sample not allowing all individuals within the population equal 
opportunity to being selected as part of the sample. This implies that the research results 
cannot be generalised to the population of all individuals employed within South Africa as 
circumstances in other environments may differ from those within which the sample was 
selected (Bull, 2008).  
The researcher tested employees from a single organisation operating in the waste 
collection and processing industry within Gauteng. This does not allow for the 
generalisation of the results to the population.   
The researcher was consciously aware of any possible limitations that could arise due to 
the selected instruments used in the study, as both of the questionnaires had a limited 
number of items. The shorter questionnaires were selected to accommodate all employees 
based on the basic demographical information provided by the organisation. The time 
allowed by the organisation for data collection was very limited as employees were 
scattered over several locations and data collection entailed extensive travel. As there are 
little to no inherent job requirements for the lower level employees within the industry, 
apart from being physically able to do their jobs, management was unable to provide us 
with educational levels or potential language barriers. Based on the lack of information 
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regarding the individual employees, the researcher selected the shorter measures to 
accommodate as many employees as possible, while obtaining reliable results.  
The ranges of the scales for the measuring instruments were not identical, as one 
measure had a seven-point scale and the other a six-point scale. This may have caused 
misunderstanding for some of the participants.  
The researcher administered two questionnaires and a section on demographic variables 
in sequence during a single session, which may have led to response bias. At each 
location where testing was conducted, participants were gathered in small groups at a time 
to ensure that they could ask questions and the researcher could assist them where 
necessary. Regardless of the fact that there were three (3) pages, the composite 
questionnaire should not have taken longer than fifteen minutes to complete minimising 
this limitation and reducing the chances of respondent fatigue.  
Due to the different nature of the jobs of the participants, the researcher should have 
included a section in the demographic variable section regarding position of the employee 
or office employees‟ questionnaires should have been kept separately. This would have 
allowed the researcher to draw more specific inferences regarding the finding on the lower 
levels of social wellness, since it refers to social support and communication in the 
organisation. It would be valuable to determine if participants employed within different 
levels within the organisation experience different levels of social support and 
communication.  
Another limitation that should be considered is the home language of participants. In a 
multicultural country such as South Africa where there are numerous officially recognised 
languages, one should consider how this might affect the test results. The researcher 
ensured that all participants can read and write English. However, the results of the study 
might have presented differently if individuals had the opportunity to complete the 
questionnaires in their home language.  
Finally, the study also included a relatively small sample size as compared to other 
quantitative studies that further implies that the results may not be applicable to all 
employees locally or nationally in the sector. Despite the limitations of the study, the 
results still demonstrated relationships between demographic variables and the individual 
constructs as well as an indication of a relationship between employee wellness and 
gratitude, which opens possibilities for future research.  
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5.6      RECOMMENDATIONS  
The researcher carefully considered the results of the current study in an attempt to 
provide a number of recommendations for both the organisation that participated in the 
study as well as for future researchers interested in the topic. 
5.6.1 Recommendations for the organisation  
As mentioned in Chapter 4, the study evaluated overall wellness by considering 
psychological, emotional, and social wellness. The results indicate that participants 
displayed high levels of overall well-being, with a slightly lower level of social well-being. 
Regardless of the circumstances that the employees are exposed to, they still illustrated 
high levels of overall employee wellness. Based on the results of the current study, it will 
be beneficial for the organisation to consider the prospect of implementing employee 
wellness measures, which should result in measureable results as the participant group 
already displayed high levels of overall well-being. In all probability, the organisation would 
greatly prosper from nurturing employee wellness in their employees, which could 
ultimately lead to a healthier and more satisfied work force. The organisation would 
particularly benefit from allowing employees to feel more empowered and more involved 
within the organisation. 
Considering that the larger portion of the participant group came from lower-income 
households, it has to be considered how their personal circumstances may be influenced 
by their personal environmental factors. Factors that may contribute to lower levels of 
social well-being include crime, theft, assault, social media, education, unemployment and 
poverty (Sulemana, 2015; Farhangpour, & Matendawafa, 2014; Ebersöhn, 2017). In all of 
their studies, these researchers maintain that when these factors are addressed, there are 
great chances of improving the overall social well-being of individuals. Although these 
factors influence all South Africans, they have a greater impact on the social well-being of 
the lower-income portion of the population as they do not have the necessary resources to 
alleviate their circumstances.  
In his research Sulemana (2015) acknowledges the results of both the Gallup World Poll 
(GWP) and the 2013 World Happiness Report (WHR). He found in the GWP when over 
130 countries around the world are considered, Sub-Saharan Africa has the highest 
reports of assault, crime and theft experiences. In the WHR he found that Sub-Saharan 
African Countries form part of the least happy region in the world and he focussed his 
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study on what the effects are of these factors on the well-being on individuals. His results 
indicate that the fear of crime as well as experiences of crime negatively effects social 
well-being. His research also acknowledges that unemployment had a strong positive 
relationship to these factors and significantly effects burglary, theft, fraud, forgery, and total 
crime rates. Sulmana (2015) makes a valuable observation by stating that media and 
social media plays a very influential role in creating overblown fears as well as allowing 
negative interactions between individuals negatively influencing social well-being.  
The study by Ebersöhn (2017) acknowledges the important role of education, and how 
education can assist in reducing the impact of these factors such as crime, theft, assault, 
social media, education, unemployment and poverty on the levels of social well-being of 
individuals. Her research is focussed on using a lens of well-being  to consider ways in 
which education can reduce the impact of these factors on social well-being. She 
describes some methods of well-being oriented education interventions include developing 
self-esteem by creating a mind-set at a scholarly level already allowing students, teachers 
and parents to be who they are as individuals without having to be ashamed. She 
acknowledges that schools should be used to build communities of connectedness and 
allow individuals to build trust and attachment rather than fear and distrust. Dispite the fact 
that her study and intervenstions was more focussedon a scholarly level, the participating 
organisation can take great value from Ebersöhn‟s (2017) study by taking note on the role 
of education and training in aliviating the factors contributing to the decreased levels of 
social well-being. Many of these factors can be influenced by implementing Corporate 
Social Investment Strategies in the communities where the employees come from, 
providing education and training to employees as well as being mindful of their personal 
circumstances when social interaction occurs.  
Tsey, Wilson, Haswell-Elkins, Whiteside, McCalman, Cadet-James and Wenitong (2007) 
embarked on a ten year research journey aimed at understanding and demonstrating the 
potential of empowerment interventions and how these interventions could enhance the 
social determinants of overall health and well-being. Within their study they implemented 
two instruments, namely the Participatory Action Research (PAR) and the Family Well-
being Programme. These instruments enhance social wellness by allowing individuals the 
opportunity to connect with others and share their personal experiences. The Family Well-
being Empowerment Programme allows community members to gather in informal settings 
providing individuals with a safe space where they can share their experiences and find 
support from others exposed to similar circumstances (Tsey et al., 2007). PAR is 
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considered a type of research methodology that aims to reduce the unequal relations that 
exist between researchers and participants. Tsey et al., (2007) state that PAR allows 
participants to become researchers in their own right, which allows efficient insight into 
issues that, are of primary concern to the participants. Therefore, the participating 
organisation can increase employees‟ low levels of social wellness by creating a safe 
space for employees to share their concerns and experiences with one another. This may 
be done by providing employees with a lunch room or a comfortable place to get together 
during off periods. Not only will this allow employees from the participating organisation to 
learn from one another and build social relationships, but they have the opportunity to 
learn from one another on how to deal with their daily pressures.  
Passey, Hammerback, Huff, Haris and Hannon (2018) suggest that the four main avenues 
used by organisations to increase employees‟ health behaviours, include the provision of 
health insurance/medical aid, organisational policies and procedures, communications 
regarding employee health and wellness programmes. They acknowledge the importance 
of managers and supervisors (hereafter referred to as managers) throughout this process. 
Managers can more easily influence employees to make use of health-promoting avenues 
provided by organisations. Consequently, managers are considered to be a key 
determinant in encouraging employee participation in organisational wellness programmes 
(Passey et al., 2018). Their findings illuminate the great importance of the key role that 
managers have in the entire process. The organisation should therefore emphasise the 
importance of the success and outcomes of the avenues toward employee wellness by 
educating managerial employees so that they have the ability to inform and support 
employees on their wellness journey.  
The organisation should also consider including employee wellness programmes as part of 
their human resource practices. Berry et al., (2010) suggest six pillars that make up 
effective employee wellness programmes. Their first pillar, multilevel leadership, 
comprises creating a culture of health by ensuring that leaders at all levels are passionate, 
persistent, and persuasive with regards to employee wellness. Berry et al., (2010) further 
assert that alignment, which as in the case of the participating organisation, is a major 
problem. The organisation should create an identity and aspirations that reach toward 
employee wellness goals. Their third pillar is scope, relevance, and quality. Should the 
organisation implement employee wellness programmes and/or employee wellness 
practices, they need to be both comprehensive and engaging for achieving the desired 
results otherwise, employees will not participate. A very important pillar is the accessibility 
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pillar (Berry et al., 2010). The organisation will have to ensure that the programme is cost 
effective, but most importantly they need to emphasise integration on the various sites as it 
is essential for employees to experience convenience in accessing the programme and 
also allows employees to feel that they matter and that they all have equal access to the 
wellness services. A major challenge for the organisation will be pillar 5, partnerships, as 
they will have to establish ongoing collaboration with internal and external partners 
ensuring that they maintain these relationships. The final pillar will contribute more value 
than just employee wellness and concerns communications (Berry et al., 2010). One of the 
biggest complaints during the data collection sessions was employees feeling silenced and 
unheard. Berry et al., (2010) acknowledge that the benefits of implementing these pillars 
include greater productivity as employees who participate in organisational wellness 
programmes experience benefits, such as increased performance at work and reduced 
absenteeism. These employees also have higher levels of moral pride, trust and 
commitment, with some of these factors relating to experiences of gratitude.  
Although shown only to have a small relationship, increasing employees levels of gratitude 
can be instrumental in encouraging employees to go above and beyond what is expected 
of them as they will see that the little that they do have is more than what many others 
have. Kaplan et al., (2017) conducted a study on how gratitude interventions could 
increase wellness. The gratitude intervention they used relied on creating individual 
awareness on their experiences of gratitude by allowing participants to write down and 
express everything related to their jobs that they are grateful for at least three times per 
week. Fehr et al., (2017) developed a multilevel model of gratitude for organisations. They 
suggest various ways in which organisations can enhance the levels of gratitude among 
employees.  
One of their interventions, appreciation programmes could easily be implemented in the 
organisation as the main goal of the programme is to create awareness among employees 
on all levels regarding the extra work that others do, and actually acknowledging the extra 
effort by showing appreciation. Fehr et al., (2017) also suggest that organisations should 
afford employees the opportunity to have contact with the beneficiaries. This means that 
from time to time employees should, where possible, be exposed to the individuals 
benefitting from their hard work. Within the participating organisation this can also be 
implemented as employees that work off site have infrequent contact with their 
departmental managers. In this case, the organisation can set up monthly meetings with 
the managers present as well as an employee from the contracted organisation in order for 
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employees to feel that their input is recognised and appreciated. The most important 
strategy in the case of the participating organisation would be developmental feedback. As 
highlighted throughout the previous chapters, employees experience communication 
barriers within the organisation. By providing employees with developmental feedback, the 
organisation has the opportunity to encourage employees to build on desirable 
competencies, help them identify areas of improvement but mostly it shows that the 
organisation takes interest in the employee as an individual.  
Wilson and Harris (2015) acknowledged that when employees experience increased levels 
of gratitude, they consequently experience individual benefits including strengthened 
relationships, enhanced personal well-being as well as improved cognitive skills. In 
considering these personal benefits, they greatly relate to the interventions mentioned 
above. The organisation would benefit from having a healthier workforce, with enhanced 
relationships, especially since this would assist in alleviating communication barriers and 
aid in building an overall stronger workforce.  
The organisation could make use of any of the recommendations mentioned above to 
improve their overall levels of wellness and gratitude of their employees. They could 
consider making use of a survey to get employees‟ suggestions on how management can 
improve the levels of employee wellness and gratitude. Management must also keep in 
mind that employees are the greatest source of input, and the information obtained from 
them will be vital to the success of any intervention. Once management has implemented 
the suggestions and recommendations, a follow-up study can be conducted to determine if 
the implemented changes have improved the levels of employee wellness and gratitude or 
if alternative strategies must be developed. 
5.6.2 Recommendations for future research 
The findings and limitations of this study highlighted avenues for future research. It is not 
clear why the relationship between employee wellness and gratitude lacked prominence.  
It may be useful for future researchers to identify variables that may moderate this 
relationship and what the influences on these variables are.  
As mentioned earlier in this chapter, researchers can gain valuable information if studies 
evaluate the relationships between the individual constructs and various demographic 
variables. It is important for researchers to understand why differences exist among 
different demographic groups. More of these separate studies as well as studies regarding 
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the relationship between employee wellness and gratitude should be conducted within a 
South African context, especially since it is a diverse country with various cultures and 
beliefs shaping how individuals respond to specific situations. Researchers should also 
place emphasised focus on understanding the differences between the constructs of this 
study and demographic variables and how it influences the occupational lives of 
employees. The current study motivates this as a recommendation as the results could 
have possibly been compared and validated against similar studies if they had placed 
increased emphasis on demographic variables.  
The relationship between gratitude and employee wellness requires further investigation 
as the current study could only establish that such a relationship exists. Research is 
beginning to shift focus to organisational contexts, evaluating more than just the 
relationship between wellness and gratitude (Emmons, 2003), and the research focus has 
shifted to evaluate the relationship with other variables such as positive interpersonal 
relationships and social support within organisations (Di Fabio et al., 2017). Further 
investigation is required into these differences in relationships as well as the possible 
explanations for why these differences exist and need to be further explored. Additionally, 
future research should consider investigating the causal relationships between employee 
wellness and gratitude. By establishing the causal relationship it may provide valuable 
insight into the nature of these relationships, providing more information regarding the 
factors that may contribute to the differences regarding these variables. 
Should any researcher choose to further investigate the relationship between employee 
wellness and gratitude, one could consider using different measuring instruments in an 
attempt to determine if similar results could be obtained. Theoretically, the relationship 
should exist, as acknowledged by Rash et al., (2011) and the lack of studies investigating 
this relationship within a South African context should encourage future researchers to 
look into the relationship with the use of more comprehensive measures. More quantitative 
studies need to be conducted to confirm if the relationship exists before qualitative studies 
can follow in order to investigate the reasons why these relationships exist. 
5.7      CONCLUSION  
This study sought to determine if a relationship exists among employee wellness and 
gratitude. South Africa is in much need of input on employee wellness and the benefits 
that employee wellness programmes hold for organisations. Understanding the role that 
gratitude plays in employee wellness can change the entire manner in which employee 
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wellness programmes are structured. In line with evolutionary theory, this finding was 
interpreted to provide support for the view that gratitude is a universal emotion with an 
evolutionary basis, which may have been shaped to facilitate the establishment of a 
relationship between employee wellness and gratitude. Based on the results, one may 
conclude that this study has provided new insights into two constructs that have not been 
extensively studied in relation to each other in a South African context and the results are 
compelling enough to encourage further research.  The results of this study provide 
supplementary information to the expanding body of research on employee wellness in 
general and for South Africa in particular. The primary aim of this study was to contribute 
new information to the existing body of knowledge on employee wellness in the South 
African context, by investigating the possibility of a relationship between employee 
wellness and gratitude. Unfortunately, this aim was only partially achieved as the results 
indicate a small relationship. By understanding the relationship between employee 
wellness and gratitude, it is implied that employees who experience more frequent and 
intense feelings of gratitude, should display higher levels of employee wellness.  
The secondary objectives of the current study aimed to evaluate the above-mentioned 
relationships in order to confirm any possible relationships between demographic groups 
and the psychometric variables in the study. The study found significant relationships 
between employee well-being and some demographic variables, and all of the findings 
was substantiated by previous research. The study also found significant relationships 
between gratitude and some demographic variables, and even though previous research 
substantiates the findings, it is evident that there is still a major shortage within literature 
regarding the relationships between gratitude and demographic variable, especially within 
a South African context. 
Understanding the wellness needs of individuals along with the relationship it has with 
other variables including gratitude, will provide organisations with valuable insight into 
establishing a healthy workforce. Ongoing research in this area will provide greater insight 
into the contributing factors that influence employee wellness within organisations. 
Organisations need to steer away from conventional methods of increasing employee 
wellness by introducing short term solutions in the form of once-off approaches. 
Organisations should commit to implement employee wellness programmes that are 
continuous, yet maintainable, to ultimately increase organisational performance and 
profitability. 
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Dear Participant, 
We would like to invite you to participate in a research study on employee wellness, within 
the transport and logistics industry in South Africa. The research will be taking place from 
June to August 2017. The information from the study will contribute to determining if there 
is a relationship between employee wellness and gratitude. 
We humbly request that you complete the pencil-to-paper questionnaire, in order to gather 
data for the study. Participation is voluntary, but your assistance will be greatly appreciated 
and be valuable to this research. All data obtained is strictly confidential and used for 
research purposes only, bearing no personal or occupational consequences. 
Should you wish to participate, please ensure that you complete the entire demographics 
section of the questionnaire as well as all of the questions of both measures. There is no 
time limit for this questionnaire, however it should only take you 20 minutes to complete 
the whole questionnaire.  
Any queries regarding the survey can be directed to Chrizelle Jordaan at 
218084595@nmmu.ac.za.  
 
With thanks, 
Mrs C. Jordaan and Dr. C. Harris 
 
Chantel Harris: Lecturer Department of Industrial and Organisational Psychology 
Masters Supervisor 
 
 
 
 
 
 
APPENDIX A: 
Composite questionnaire  
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Please complete all the fields below by making a tick (✓) in the appropriate boxes below: 
1. Age a. 18 - 25  
 b. 26 - 35  
c. 36 - 45  
d. 45 or older  
 
2. Gender a. Male  
 b. Female  
 
3. Race a. African  
 b. Caucasian (White)  
c. Coloured  
d. Indian  
e. Other  
 
4. Home Language a. English  
 b. Afrikaans  
c. Xhosa  
d. Zulu  
e. Other 
Please specify: 
 
 
5. Marital Status a. Single  
 b. Single with children  
c. Married  
d. Married with children  
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6. Educational Qualification a. Grade 11 (Standard 9)  or below  
 b. Matric (Grade 12/ Standard 10 )  
c. University/ College Graduate  
d. Postgraduate Qualification  
 
7. Years of service a. 1 year or less  
 b. 2 to 5 years  
c. 6 to 10 years  
d. More than 10 years  
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The Mental Health Continuum Short Form (MHC-SF) 
Please complete all the fields below by making a tick (✓) in the appropriate boxes below. Please 
ensure that you answer all the items. You should select your answer based on which of the options 
(1 = NEVER, 2 = ONCE OR TWICE, 3 = ABOUT ONCE A WEEK, 4 = 2 OR 3 TIMES A WEEK, 5 
= ALMOST EVERY DAY, 6 = EVERY DAY) best represents the frequency with which you 
experience these emotions 
 
During the past month, how often did you 
feel the following ways… 
1. 
NEVER 
2. 
ONCE 
OR 
TWICE 
3. 
ABOUT 
ONCE 
A 
WEEK 
4.  
2 OR 3 
TIMES 
A 
WEEK 
5. 
ALMOST 
EVERY 
DAY 
6. 
EVERY 
DAY 
1. happy       
2. interested in life       
3. satisfied with life       
4. that you had something important to 
contribute to society 
      
5. that you belonged to a community (like a 
social group, school, neighbourhood, etc.) 
      
6. that our society is a good place, or is 
becoming a better place, for all people 
      
7. that people are basically good       
8. that the way our society works made sense 
to you 
      
9. that you liked most parts of your 
personality 
      
10.good at managing the responsibilities of 
your daily life 
      
11. that you had warm and trusting 
relationships with others 
      
12. that you had experiences that challenged 
you to grow and become a better person 
      
13. confident to think or express your own 
ideas and opinions 
      
14. that your life has a sense of direction or 
meaning to it 
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The Gratitude Questionnaire – Six Item Form (GQ6) 
Please complete all the fields below by making a tick (✓) in the appropriate boxes below. Please ensure that you answer all the items. You should select 
your answer based on which of the options (1 = STRONGLY DISAGREE 2 = DISAGREE 3 = SLIGHTLY DISAGREE 4 = NEUTRAL 5 = SLIGHTLY 
AGREE 6 = AGREE 7 = STRONGLY AGREE) best represents how much you agree with it: 
Thank you for taking the time to complete this questionnaire. 
 
 
 
Indicate how much you agree with the statements below by 
ticking the appropriate box… 
 
1. 
STRONGLY 
DISAGREE 
2. 
DISAGREE 
3.  
SLIGHTLY 
DISAGREE 
4.  
NEITHER 
AGREE  
NOR 
DISAGREE 
5. 
SLIGHTLY 
AGREE 
6. 
AGREE 
7.  
STRONGLY  
AGREE 
1. I have so much in life to be thankful for        
2. If I had to list everything that I felt grateful for, it would be a 
very long list 
       
3. When I look at the world, I don‟t see much to be grateful for        
4. I am grateful to a wide variety of people        
5. As I get older, I find myself more able to appreciate the 
people, events, and situations that have been part of my life 
history. 
       
6. Long amounts of time can go by before I feel grateful to 
something or someone 
       
